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This tudy pre ent one of the [tf t attempt to empirical ly test a conceptual 
In del that di cu e the effect of four factor : namely, decentral izat ion of trategic 
planning, per onne l commitment . enior management support, and importance of the 
trategic plan, on the success of strategic plan imp lementat ion and invest igate 
wheth r the ucce s of the strategic plan implementation affects organizat ional 
performance. Environmental munificence and organizational size are used as control 
variables in this in estigat ion. 
This r search targeted e ecut ive managers, semor analysts and strategic 
advisers in the U nited Arab Emirates ( UAE) government organizations. The research 
ample covered al l  the relevant public bodies. Out of 290 bodies, 2 1 9  bodies agreed 
to pari ic ipate in the study, with 125 of them completing the study quest ionnaire (57% 
response rate) .  Path analysis was used via the AMOS software to test the hypotheses 
presented in the conceptual mode l of the study. 
The fmdings show that decentral izat ion of strategic p lanning, personnel 
commitment to strategic plan implementat ion, and senior management support have 
a posit ive impact on the success of strategic plan implementat ion. However, the 
empirical test ing of the importance of a strategic plan is not ignificant for 
implementat ion success. The fmdings a lso indicate that success of strategic plan 
implementat ion has a positive impact on organizational performance. S imi larly, the 
results indicate that environmental munificence has a posit ive impact on both the 
success of strategic p lan implementat ion and organizational perfom1ance, just ifying 
its use as a control variable. The results further indicate that the other control variable 
Vlll 
employed ( i . e . ,  organizat ional ize) had no impact on either succe s of 
impl m ntation or organizational performance. 
1n add it ion to the above invest igat ion, thi research assesses the tools of 
trategic planning that are most commonly used at present in the UAE publ ic 
organizat ion and highl ights the key chal lenges that the AE public organizations 
face in implement ing their strategic p lans. 
The research mainly focuses on the publ ic sector in the UAE. Previous 
re earch was ery l imited on both strategic plan implementation and the UAE public 
sector and therefore the fmdings wi l l .  it is hoped. make a major contribution to the 
l iterature in this area. Both the managerial and the academic implicat ions of my 
fmdings for practit ioners and cholars respect i ely are also discussed. 
Keywords: Strategy, trategic P lanning, Strategic P lan I mplementation, 
Organizat ional Performance, the UAE. 
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Chapter 1: Introduction 
1.1 I n troduction 
trat gic management plays a vital role in sett ing up and runl11ng an 
bu ines ( Bo\\ man & A ch, 1 987) .  Thomp on and trick land (200 1 )  agree with this 
and tres its importance;  V i ljoen and Dann ( 2003 ) are l ikewise on the same 
platform. According to the observat ions of Jo hi, Kathuria, and Porth (2003) ,  a 
company' succe or fai lure i dependent on strategic management, which is a vital 
element and p lays a ke role in that process. In the same vein, Joshi et al. ( 2003) 
de cribe how strategic management is significant for an organization's success, since 
it enables the organizat ion to develop its future route or direct ions, which lead to 
accompl ishing its goals. Given the above, this dissertation is a t imely effort to 
examine strategic management pract ices in general and that of implementation in 
particular in the U AE public sector, which has been subject to major changes over 
the last decade ( Elbanna, 20 1 3 ) .  
This chapter starts with a n  out l ine o f  the research background, then describes 
the relationship between the se lected variables, with strategic plan implementation on 
one side and organizat ional performance on the other. Then, the research goes on to 
describe the Abu Dhabi E mirate context. Later, the chapter d iscusses the research 
object ives and quest ions. After that, the research contribution is presented. Finally, 
the chapter concludes with a summary of the thesis structure, addressing the topics 
which are going to be d iscussed in the coming chapters. 
This chapter is structured in five main parts. In the first part, the chapter 
provides an overview of the research background and describes the relat ionships 
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among th tudy ariabl . I n  the econd part. the research context ( i .e . ,  the UAE) i 
de ribed. In  the third part . the chapter presents the research object ive and 
que tion , as w 11 a th re earch model .  In the fourth pali, the research contribut ion 
i pro\ ided . Finally. the chapter pro ides the out l ine of the thesis, which are going to 
be di cu sed in the coming chapters. 
1.2 Theoretical Context of the  Study 
The academic field of  bus iness policy was established at the beginning of the 
_Oth century ( Hambrick & Chen, 200 8 )  and in the 1 960s. the area of strategic 
management began to be iso lated for stud ( Amitabh & Gupta, 20 1 0) .  The 
significant studies of Chandler ( 2004) .  Ansoff ( 1 965) ,  and Learned, Christensen, 
Andrews. and Guth ( 1 965)  led the way in this regard. Strategic management has 
gone through numerous stage ( Anso ff, Dec lerck,  & Hayes, 1 976; O'Shalmassy. 
200 1 )  and has taken a number of  widely disparate forms (E lbanna, 20 1 0 b; 
Mintzberg. Ahl t rand. & Lampel .  1 998 ) .  While businesses grew, strategic 
management was introduced to raise management ' s  capabil ity to articulate plans, 
structures. and policies (Nei lson, Martin. & Powers, 2008 ) .  As mentioned by David 
(20 1 1 ), strategic management helped businesses to evaluate and re-evaluate strategic 
plans potent ial market , technology, and rivals. By applying strategic management 
tools and concepts, organizat ions become wel l  educated in taking dec isions 
instantaneously and having a high degree of abil ity to deal with uncertainty. 
King ( 1 998 )  claims that for many execut ive experts, strategic planning has 
become a magic p i l l  to t reat a variety of organizat ional issues and problems. 
However, at the same t ime, King ( 1 998) bel ieves that strategic planning is not the 
entire so lution in itse lf, but is instead a tool .  Strategic p lanning is cal led a 
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management tool b Bry on (2004) and wayne, Dun an, and Ginter (20 1 2 ) both of 
\'.h m ob erve that it i not en ugh to deve lop a good plan� for a plan to be effective 
and bring about organizational changes, it must be implemented effect ively. 
Organizat ion tri e in pursuit of higher performance by adopting a 
cont ingency framework for strategic management . To achieve strategic fit and 
ucces ful al ignment. strategic al ignment needs to be reached between structure, 
strategy, and process, which in turn resu lts in higher performance ( Walker, 20 1 3 ) .  As 
an organizat ion works in the conte>..'! of a soc iety, contextual variables like culture 
and geographical locat ion tend to have an impact on an organizat ion's capabi l it ies 
and resources, and hence on its performance. For example, strategic planning and 
slack are ident ified by E lbanna (20 1 3 ) as playing a significant role in performance. 
Organizat ions adopting strategic management are progressively improving in their 
performance ( PowelL 1 992 ) .  
The key processes of strategic management which are ident ified by most 
studies are strategy formulat ion, implementat ion, and evaluat ion ( David, 20 1 1 :  
Elbanna & Fadol, 20 1 6: H itt ,  I re land, & Hoskisson, 2005 ' Kazmi. 2008) .  Defmed as 
the ""activit ies and act ions required for executing p lans" ( E lbarma. 20 1 3 . p. 433 ). 
strategy implementation rather than strategy formulation is considered a crucial stage 
in achieving outstanding organizational performance ( Ranjbar, Shirazi & B looki, 
20 1 4) .  Another study ment ioned that no matter how thoroughly the strategies are 
developed. organizat ions wi l l  not gain an advantage if these strategies are executed 
ineffective ly ( Aldehayyat, Al Khattab, & Anchor, 20 1 1 ) . According to a recent study 
by Katheeri (20 1 6), the comprehensiveness of strategic plan implementation has a 
posit ive relation with organizat ional performance. 
-+ 
ccord ing to Boyne ( 2003 ) and I ngraham and L 1111 (2004). the enhancement 
of service performance i con idered one of the mo t critical concerns facing public 
organizat ions. In the i \i of  Hrebin iak (2006) and E lbanna, Andrews. and Po lannen 
(� 0 1 6) .  it is important for al l  organizat ions to realize that executing a strategy is more 
difficult than formulat ing it . Moreo er. it is commonly accepted to be an a pect of 
management where man corporat ions fai l .  According to M iles and now ( 1 978) .  
organizat ions \\'i 11 do wel l  i f  they adapt their internal characteristics to reveal their 
plans. Br son (2004) states that a strategic plan can be dec lared effective and bring 
posit ive modification within an organizat ion if it has a c lear implementation 
proce s. 
trategy implementation is part of the intertwining of the strategy process 
value chain in organizations. W11en businesses face problems, their strategies are 
different from those of  other organizat ions which are performing very wel l .  
Therefore.  the ent ire process from strategy formulation. in1plementation, and 
monitoring to e aluat ing  is d ifferent ( Goromonzi. 20 1 6) .  
Strategy implementat ion., also called strategy execution, IS defined as a 
management exerc ise to put a newly developed strategic plan into p lace. I t  requires 
ongoing managerial supervision o f  the recent ly chosen strategy to make it work and 
execute it (Thompson & Strick land, 200 1 ) . Put different ly, strategy implementat ion 
refers to a set of actions to achieve a strategic p lan ( H ickson, But ler, Cray, Mal lory. 
& Wilson. 1 986) .  Therefore, strategic plan implementation represents the dai ly 
act ivit ies, rout ines, and act ions needed to execute the p lan. I t  shows how the 
organizat ion is going to inlplement its strategic plan by addressing and identifying 
the key activit ies to put the strategic plan into act ion. Although it can be widely 
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perceived a being a igniiicant determinant of  performance. l ittle explorat ion on 
trategy implementat ion inside the public ector has been carried out (Andrews. 
Boyne. Law. & alker. 201 1 ;  E lbanna & Fadol. 20 1 6) .  
Accord ing to Thompson and trickland (200 1 ). strategy implementation 
refer to the managerial exerci e of manag ing the strategy, improving competences. 
making it \vork. and reporting the targets and progress achieved. Kazmi (2008) .  in 
hort. defme trategy implementation as how organizat ions take act ions toward their 
plan . As strategie are becoming more al ike in the competit ive market. the 
organizat ion ' s  performance is the key indicator of how wel l  it is do ing (Schneier. 
haw. & Beatty. 1 99 1 ) .  
King ( 1 998)  considers that companies can o ffer better services with l imited 
re ources if they are c lear about their object ives and resources. A good strategy lets 
takeholders have better knowledge and a "big picture" of the situat ion; in this way 
the decisions taken wi l l  be those that are most suitable for the organizat ion ( Espy, 
1 988) .  
According to much research on the subject , the formulation of  strategy is not 
enough for success on its own, as indicated by Harrison and Pel letier ( 2000) :  the 
effective implementat ion of strategic decisions is needed before the dec ision reveals 
i ts ful l  alue. Getz, Jones. and Loewe ( 2009) and Robbins and Coulter ( 1 996) argue 
that the success of an organizat ion l ies in the proper implementation of its strategies. 
If implementation is undermined by the organizat ion's personnel, then the desired 
results cannot be achieved by changing processes; the execut ion itse lf  can fai l  
(Kruger, 1 996). The value of  implement ing strategy in  suitable ways is stressed by 
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Hrebin iak ( 2006). \' ho c laims that organizat ional performance becomes poor as a 
re ult of poor ex cution. however good the p lanning i . 
Formulat ing a strategy is a d ifficult process, but mak ing the st rategy work is 
can idered even more chal leng ing Hrebin iak ( 2006).  Hrebiniak ment ions too that a 
trategy cannot be uccessful without good implementation. Much of the literature. it 
appear . focu e on the effects of  formulat ing trategy, rather than implement ing it, 
and on the impact it has on performance ( Bantel & Osborn, 1 995 ;  Dobni & Luffman, 
2003 : able, 1 999) .  I n  addit ion. although some authors, such as O'Too le (2000 ) and 
Pressman and Wilda sky ( 1 984) ,  focus on policy implementat ion in public 
organizat ions and thus contr ibute to the field of strategy implementation, they 
unfortunatel  inc lude too little empirical re earch to l ink the process of execution 
with performance ( E lbalma & FadoL 20 1 6) .  
The high rate of  fai lme of  the implementation o f  strategic p lans ( between 
50% and 90%) has emerged as one of the most chal lenging problems for 
management and has so far remained unreso lved (e .g . ,  Kiechel, 1 982;  Nutt. 1 999; 
Kaplan & orton. 200 1 ;  S irkin, Keenan. & Jackson, 2005 ;  Candido & Santos, 20 1 5 ) .  
Fai lme can be ascribed to developing a new strategy and not implement ing it ,  or to 
poor results after it has been implemented. The above reasons for fai lme are simple, 
but cover a l l  the three points thought by Mi l ler ( 1 997) to characterize successful 
implementation: ( 1 )  the strategic p lan must be imp lemented in the agreed t in1e 
period; ( 2) the intended performance must be achieved ' and ( 3 )  throughout the 
organizat ion, acceptable implementation methods must be used and outcomes must 
be noted. 
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It ha been r coeniz d in the l iterature that it is difficult to implement new 
trategie (e .g . .  lexander, 1 985 :  Wernham. 1 98 5 ;  An off & McDonnelL 1 990). 
ccording to B oz All  n' 1 989 stud , 73% of the partic ipating manag rs bel ieved 
that the diHiculty for the organizat ion in the imp lementat ion pha e is much greater 
than the difficuitie of the formulat ion stage. The study re eals that 72% of 
pru1icipants b l iev that it take more t ime and 82% be lie e that implementation is  
the part of the trat g ic  management process which attracts the least attention or  least 
control from manager (c ited b Zairi, 1 995) .  
everal stud ies in  the pa  t have been he lpfu l  in understanding the challenges 
faced in the implementat ion phase. These studies also offered possible so lut ions to 
overcome the problems of implementation as effic ient ly as possible (e .g . ,  Alexander, 
1 985 :  Wernham., 1 98 5 :  Ansoff & McDonne lL  1 990; O'Toole, 1 995 : Beer & 
Eisenstat. 2000: Eisenhardt & Zbarack i, 1 992 : Candido & Morris. 2000; Hafsi. 200 1 ; 
Mil ler. Wilson. & H ickson, 2004; S irkin et ai . ,  2005 :  Hrebiniak, 2006; Gando lfi & 
Hansson, 20 1 0 : Candido & Santos, 20 1 1 ) .  While some stud ies. fo l lowing Lewin 
( 1 947. 1 952) ,  have suggested integrated frameworks for strategy formulat ion and 
successful implementation (e .g  . .  Ansoff & McDonnel l ,  1 990;  Gioia & Chittipeddi, 
1 99 1 '  Stopford & Baden-Ful ler, 1 994; Kotter 1 995 : Galpin, 1 997;  Calori, Baden­
Ful ler, & H unt. 2000: Candido & Morris, 200 1 ), other studies have proposed their 
own approaches and dec ided to check empirical ly the impact of the formulated 
framework and success factors ( e.g . ,  P into & Prescott, 1 990; Mil ler, 1 997; Bauer, 
Falshaw. & Oakland, 200 5 ;  Bockmuhl, Konig, Enders, Hungenberg, & Puck, 20 1 1 ;  
Elbanna & Fado l, 20 1 6) .  
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Yet ther tudi have di cussed the ro le in the implementation proces of the 
rationalit of the trategy formulat ion tage (e .g . ,  Fredrickson & Mitchel l ,  1 984; 
Fredrick on & I aquinto, 1 989: D an & Sharfman, 1 993 ;  Elbanna, 20 l Oa; Papadaki , 
Liouka , & Chamber , 1 998) :  the les rat ional aspect of the formulat ion process ( i .e . .  
the behavioraL culturaL po lit icaL and symbol ic aspects of strategic planning : e .g . ,  
yert & March, 1 964; Carnal ! .  1 986;  De Geus, 1 988 ;  Senge, 1 990; Gioia & 
Chitt ipeddi. 1 99 1 ; Go , 2008 ) ;  the evolution and types of strategic approaches ( e .g  . .  
AJchian. 1 950 ;  el on & Winter. 1 974; Hannan & Freeman, 1 977;  Aldrich, 1 979; 
March, 1 98 1 ;  Van de Ven & Poole, 1 995) ;  the rhythm. rate ,  or pattem of 
organizat ional change (e .g . ,  Dunphy & Stace, 1 988 ;  Weick & Quinn, 1 999); the 
strategy-making mode or types of strategies ( i .e . ,  emergent, incremental. and 
intended strategies ; e .g . ,  M in tzberg & Waters, 1 985 ;  Mintzberg, 1 987;  Quinn, 1 989); 
the characterist ic or idios ncratic nature of strategic dec isions ( e .g . ,  Mintzberg. 
Rai inghani. & Theoret. 1 976: French, Kouzmin, & Kelly, 20 1 1 ) ;  the relationship 
between management and employees (e .g . ,  Hambrick & Mason, 1 984 ; Naranjo-GiL 
Hartmann, & Maas, 2008 ; Q'Shannassy, 2 0 1 0 ) ;  styles of management and methods 
of strategic c hange (e .g .  Hart, 1 992; Balogun & Hailey, 2008) ;  and the interaction 
among strategic content, context . and process (e .g . ,  Pettigrew, 1 987;  Barnett & 
CarrolL 1 995 ) .  
I n  sum, a good deal of  work has been done regarding strategic planning and 
the implementation of  strategic p lans. However, the prob lems assoc iated with the 
fai lure of strategy implementation have not died out yet . Researchers are st i l l  
concerned about the emerging issues associated with strategy implementat ion 
(Mockler, 1 995 ;  Barney, 200 1 ; Hickson, Mi l ler. & Wilson, 2003 ; Elbanna et a ! . .  
20 1 6) .  Ensuring successful strategy implementation is  considered to be one 
of the 
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rno t challenging i ue for organizat ions. In  tbi r gard, it i thought important to 
as e the main call e of  fai lure to in1plement the strategic plan before do ing 
anything el e (Candido & anto , 20 1 5 ). 
number of cho lar have sugge ted that the implementat ion of strategy is 
vital to an organizat ion ' performance and that implementat ion success is affected by 
tbe commitment of people during the implementation stage ( Wooldridge & Floyd, 
1 990) .  uch an a se ment is of  prime importance for a number of reasons, based on 
the percept ion among practitioners and researchers that a ver high rate of fai lure can 
be ob erved in thi phase. However, rigorous assessment of implementation 
problem or the implementat ion process could greatly help decision makers to 
formulate better decisions (Candido & Santos, 20 1 5 ) .  
Given the above, one o f  the object ives of this study is to point out the need to 
conduct rigorous research in this area; namely, strategy implementation. In the la t 
ten years, a lthough research on strategy implementation in the public sector has 
grown ( Poister & t reib. 2005 ;  E lbanna & FadoL 20 1 6) ,  I st i l l  have found few 
tudies on this research issue. Even fewer have emerged from the context of the 
UAE: hence. invest igat ing strategic management in general and strategy 
implementation in particu lar in the UAE would make a valuable contribut ion to 
academic knowledge ( Elbanna, 20 1 0b) .  
AI-Ghamdi ( 2005) has c larified that approximately 1 0% of Saud i 
organizat ions apply strategy p lalming frequent ly, but asserted that the UAE is more 
advanced in strategy planning and implementat ion than the K ingdom of Saudi Arabia 
( K A). even though they have a common culture and simi lar economies and 
products, inc luding o i l .  S ince 2000, approaches to strategic management have 
1 0  
become p pular and been broad ly adopted in the AE public organization . As 
indicated b E lbanna (20 1 3 ), thi has happened as a result of the adoption by federal 
and local authorities of the concept of strategic management as part of their attempt 
to impro e the p rformance of go ernment organizations. At present , federal and 
local organization from bu Dhabi or Dubai are required alIDually to develop, 
implement, and a e strategic p lans ( E lbaIIDa, 20 l 3 ) .  
I t i l l  have found fe tudies on this research issue. Even fewer have 
emerged fi.-om the context of the UAE ( E lbanna, Al Katheeri & Colak, 201 7 ) :  hence, 
investigat ing strategic management in general and strategy in1plementation in 
part icular in the UAE would make a aluable contribut ion to academic knowledge 
( Elbanna, 20 1 0b) . 
On Apri l  1 7, 2007, Sheikh Mohammad bin Rashid Al Maktoum, the UAE 
Vice-President, Prime M ini  tel", and Ruler of Dubai, announced a strategy for the 
UAE Government . It focused on six major zones: social development, economic 
development goverm11ent-sector deve lopment, justice and safety, infrastructure, and 
the development of  rural areas. At unusual speed in the Arab region, Sheikh Al 
Maktoum instructed al l  federal organizat ions to come up in less than a year with 
three-year strategic p lans which considered the overal l  strategy of the UAE ( Elbanna. 
20 1 0b). 
With this in mind, I reVIew a number of factors influenc ing the 
implementation of strategic p lans in the UAE's  governmental organizat ions, and 
study the impact of the success or fai lure of this implementat ion on organizat ional 
performance. At the same t ime, I ident ify the strategic p lanning too ls that are 
commonly used in the UAE publ ic organizat ions. I n  so doing, this research 
1 1  
repre ent an explorat i n o f  a conceptual model which di cusses the influence of  
four factor - dec ntral izat ion o f  trategic planning, per onne l commitment to 
implement ing the trategic plan, enior management upport for the strategic plan, 
and the importance of the strategic plan - on implementat ion succe s and controls for 
the effect of  environmental munificence and organization size. 
Another aim of thi s  study is to ident ify whether the success of strategic plan 
implementation affect organizat ional performance. In addit ion, this research tries to 
ident ify the ke chal lenges fac ing the UAE public organizat ions in implementing 
their trategic p lans. I t  is hoped that t lus study wi l l  provide a luable insights related 
to trategic management proces es for both scholars and pract itioners in the UAE 
publ ic sector. Hav ing  aid that, I need to briefly introduce the research context oftlus 
tudy. the UAE. 
1 .3 U n ited A ra b  E m i rate a the  Research Context 
In h istorical terms, the intervention of Europeans in this area started in the 
early 1 6th  century with the arrival of  the Portuguese. In  the mid- 1 7th century, the 
Brit ish and Dutch also invaded � t he British were eventually able to defeat all 
opponents and took over the territory themse lves. I n  1 800, the ruling classes of  
harjah Qawasim and Ras Al  Khyamah increased their naval power in the lower 
Gulf region, launching attacks on slups from Brit i sh-ruled I nd ia. The Qawasirn were 
defeated by the Brit ish in 1 8 1 9  and created the treaty named after the "Truc ial 
tates" in 1 820. 
The Brit ish were concerned with the security of  the U K-India trade route and 
marit ime commerce in the Gulf. They formed a smal l  team of capable civi l  ser ants
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\\ ho w re re pon ible for managing the mil itary and po litical affair o f  the tate 
(Go\'ernmenLae, 20 1 6) .  The Briti h were able to take control of the securit and 
foreign relat ion of the E and the region remained under Brit ish protection unt i l  
1 97 1 .  
The major re ult of  Brit ish dominat ion were the creat ion of  an embryonic 
governm nt bureaucracy, peace, and the introduction of Western concepts. I n  
add ition there was the format ion of  the Trucial States' Counc i l  in 1 952.  which was 
respon ible for promoting cooperat ion between the se en states that gave future 
leadership to the ba ic form of the United Arab Emirates ( UAE) .  
I n  western A ia, the UAE is considered t o  ha e one of the most ad anced 
economies. I n  regards to market exchange rates. it is ranked the world ' s  30th largest 
economy. I n  terms o f  per capita income,  however, it is ranked 7th highest. Compared 
to other Asian countries. it is ranked 30th in the terms of the H igh Human 
Development index. It is c lassified by the I nternat ional Monetary Fund ( I MF)  as a 
developing economy with a high income. I ts  head of state is the President , while the 
head of the Federal Government is the Prime Minister ( Elbanna, 20 1 3 ) .  The three 
branches of its government are execut ive. legislat ive.  and judicial. The 
responsibi l it ies that are not granted to nat ional governments are ceded federally to 
the Emirates. 
From 7 mi l l ion  or so recorded in 20 I 0 ( see above),  the UAE population had 
grown to 9 .086 mi l l ion  in 20 1 4, only 1 6. 5% of whom were nat ionals ( World Bank, 
20 1 6) .  
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The con i t o f  even Emirate : bu Dhabi, Dubai. harjah, Ra 
Khaimah, Jman, mm 1 Quwain, and Fujairah. The AE is located to the we t of 
Qatar and audi Arabia, to th east of the Gulf of Oman and the Su ltanate of Oman , 
lo the outh of  aud i Arabia and the ultanate of Oman, and to the north of the 
Arabian Gulf. I t  lolal area i around 83 ,600 sq . km. Around four-fifths of the 
COllntr) i de ert, but it non theles has d istinct landscapes - from the high dunes in 
L iwa to the fields of palm in Al  Ain, fi.-om the prec ipitate Hajjar mountains to its 
splendid coast l ine .  The capital of the UAE is Abu Dhabi, deemed the largest c ity by 
population density. Abu Dhabi is the largest Emirate by area (67,340 km2) ,  
accounting for approximate I 87% of the total land area of  the federat ion. The 
official language is Arabic and its cmrency is the Dirham, 3 .67 of which equal 1 US 
dollar. I ts main rel igion is I s lam. 
Although the UAE is a smal l  country, almost simi lar in size to Scotland, it 
has become a key p layer in the region and worldwide. With the vision of the late 
President heikh Zayed bin Sultan Al Nahyan who was mainly responsible in 1 9 7 1  
for unifying the seven smal l  Emirates into a federation, the country moved from a 
collection of underdeveloped states to a modem country with good infrastructure. 
Such visionary leadership continued to use the country' s oi l  wealth to build the UAE 
into one of the world 's  most successful economies. 
From 2004 unt i l  now, H is H ig hness Sheikh Khal ifa bin Zayed Al Nahyan has 
been the President o f  the UAE, and has had a vision to maintain its sustainable 
development . 
1 .3 . 1 The A E ' Economy in the  Pa t and Pre ent 
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Before oi l  wa d i  co ered in this territory. the region depended mainly on 
nomadic farming. fi hing. dat palm cult i  ation. eafaring, and pearl fishing. Oil was 
di co,'ered in 1 958  and led to a notewolthy alteration in the social as we ll as the 
economic I i i! o f  the country. The increase in the UAB ' s  gross domestic product 
(GDP) took it rapid ly fi-om D 6 . 5  bil l ion in 1 97 1  to AED 1 540 bil lion in 20 1 4  
(Government .ae. 20 1 6) .  
At  pre ent, the AE is con ide red the world ' s  se enth largest country in 
temlS o f  both natural gas and o iL  which are projected at 2 1 5  tri l l ion cubic feet and 
97.8 mil l ion barrels, respect i  ely ,  From this it can be est imated that around 3 .5% of 
the world ' s  gas reser es and 4% of its o i l  reserves can be found in the UAE ( World 
Bank. 20 1 6) .  
The government has init iated notable economic and soc ial development in 
infrastructure and industries from the revenue generated from these energy resources; 
the UAE's  non-oi l  sector contributes around two-thirds of its GDP. 
Feature of This Solid Economy. Although periodic fluctuations in the g lobal 
economy and o i l  prices ha e recent ly been itnessed, the UAE provides a stable, 
attractive. and safe economic environment which is centered on the fo l lowing 
features ( Government .ae, 20 1 6) :  
• I t s  strategic locat ion between Africa, Asia, and Europe, where 
some o f  the fastest-develop ing economies may be found. Dubai is used by 
numerous Chinese as a hub for Africa. Lat in Americans and I ndians use it to 
access different parts of the world. 
• 
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robu t bank ing ector and trong fmanc ial re erves are 
maintained by the AE, which make it afe for investment . I f  there is 
ufficient capital and adequate liquidity, the U banks can inten ify their 
lending. The rat ing o f  AA ha been awarded to the UAE, which shows its 
capacity to pend and its credit -worthine . 
• The bu Dhabi I n  estment Authority is considered by the 
overeign Wealth Fund I n  t itute to be the second largest wealth fund in the 
\vorld and the largest in the Middle East . 
• Capital is mainly boosted by government spending, which 
inc ludes that on Abu Dhabi ' s  infrastructure development . A new project has 
been set in mot ion by Dubai for accommodating the World Expo in 2020. 
AED 6 bi l l ion i expected to be spent on infrastructure in the city and the 
E po site. A further AED 6 b i l l ion is p lanned to be invested in infrastructure. 
suc h  as federal bui ldings and road networks across the country. Moreover, 
Abu Dhabi is p lalming work on the Et ihad Rai l  project, which wil l  
immense ly improve land transport by the year 202 1 .  
• Due to the po licy of  d iversifying the economy, significant 
develop ment has taken p lace in many sectors, including trade, tourism, 
manufacturing, a ir t ransport , and alternative energy. Progress has been made 
in reducing the dependence on hydrocarbons. Dependence on the use of oi l  
has gone down from 79% in 1 980 to 30% in 20 1 4. 
• The country has multi-spec ialty open zones offering a range of  
econorruc incent ives. For  example, there are no  import/export duties o
r 
corporate taxes. Fore igners are simi larly a l lowed to repatriate 1 0
0% of 
ownership ( Government .ae, 20 1 6) .  
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Foreign d irect in e tment ( FD I )  contributed 5% to the UAE ' s  GDP in 20 1 4  
and the total grev to more than 1 25% of the pr ViOll amount , AED 47 bi l l ion. 
according to the Mini tr of  Economic tatist ics. e eral compani s were attracted 
to open in the Oubai I nternational Park in the fIrst half  of 20 1 5 . increasing the 
development from 2300 hectares to almo t 4500 hectares (UAE Data Portal, 201 6) .  
Federal Budget 2 0 1 6. The budget set by the government of AEO 48 .5 bi l l ion 
for 20 1 6, \ ith zero de fIcit. demonstrates its strong posit ion and its determinat ion to 
maintain its project in such major sectors as social deve lopment ,  healthcare, and the 
preservat ion of the environment, infrastructure, and culture, l inked to the UAE 
Vi ion 202 1 .  The effect of low g lobal oil prices was not particularly prominent ( UAE 
Data PortaL 20 1 6) .  
Gross Domestic Product . G D P  increased i n  the country from 20 1 3  t o  20 1 4 ; 
that is. it increased from AED 1 .42 tri l l ion (20 1 3 ) to AED 1 .46 tri l l ion (20 1 4) ,  
represent ing a jump from 3 .4% to  3 . 7%. There was l . 8% growth in  the non-oil sector 
in 201 4 ,  which outdid the ent ire growth in GDP up to that point . This indicates the 
success of attempts to diversify the economy from its dependence on oi l .  I n  the UAE 
economy the factor that has a significant influence is internat ional trade. It increased 
in 20 1 6  from AED 2 . 53  tri l l ion  to AED 2 .58  tri l l ion  ( UAE Data PortaL 20 1 6) .  
Assets of Banks. The UAE's  central banks' total assets rose from AED 322.4 
bi l l ion in 20 1 4  to AED 332 . 7  b i l l ion  20 1 5, an increase o f 3 . 2%. which indicates that 
an expansionary po licy was adopted. I n  Q l  of 20 1 5. an increase of 2 .3% could be 
observed, against a decrease in Q4 of  20 1 4  of  0 .3% in credit ( UAE Data PortaL 
20 1 6). 
CAE '  Compelifi\'ene '. 
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ha been tated, the UAE is regional !  ranked no . 
in the IMD World 'ompefilil'ene rem·book. and is ranked no . 1 2  in the world 
again t 6 1  countrie v" hich were re iewed for their ability to use their capital for the 
long-term creation o f  value ( AE Data Portal, 20 1 6 ) .  The UAE is ranked no . 1 in 
road quality a cording to a g lobal compet iti ene report and no . 1 in the qual ity of  
it land and a ir t ransportat ion, according to the rVorld Competitiveness Yearbook. I t  
rank no . 1 in the ignificance of  it appl ication of informat ion and communicat ions 
techno logy ( lCT) to the government ' s  vision (Government .ae, 20 1 6) .  
I t  ha been stat d by the World Bank that in comparison with 89 other 
countries, the UAE has ranked no . 1 for three consecut ive years for the ease with 
which in estors can conduct business there . On the regional level, it is ranked no. 1 
in the number of  recognized improvements and the general c lassification (UAE Data 
Portal. 20 1 6) .  On a gIo bal level ,  it is also ranked no. 1 in its group for the effect of its 
tax defaults, which ha e no impact on business. I n  the category of construct ion 
process permits. it is ranked no . 2 global ly .  Moreover, it is ranked no. 4 on a global 
level regarding the deli ery of electricity. 
1.4 National Development  Strategies in the UAE 
umerous strategies have been developed by the UAE to maintain its overal l  
soc ial and economic position and d iversify the sources of i ts  nat ional income , whi ch  
are centered on a knowledge-based and sustainable economy. 
1A. 1 The U A E  Vision 202 1 
The aim of  the country 's  V ision 202 1 is to take the UAE to a place am
ong the 
world' s  best countries by the year 202 1 ,  when it celebrates its go lden j
ubilee. Some 
1 8  
key indicator o f  performance ha been t by th government for the AE a a 
competit ive knowledge econ my. The focu of the vision is set on making the AE a 
touri t, commerc iaL and economic capital for approximately two bi l l ion indi iduals 
by convert ing to an econom that is based on knowledge and promotes development , 
innovat ion. and research ( ational Bur au of tat ist ics, UAE, 20 1 1 ) . In  add it ion to 
202 L 20 1 5  wa announced as the year of  innovation; the efforts of the federal 
government were supported, nat ional ski l ls  were drawn in as wel l. and the amount of 
important research increa ed. Moreover. efforts were devoted to creating a nat ional 
team which would lead to future inno ation. progress, and prosperity 
(V i  ion202 1 .ae, 20 1 6) .  
1 A.2 Abu Dhabi  Vi  ion 2030 
A detai led p lan for the expansion 0 f the Emirate 's  economy and a marked rise 
in the contribution to the GDP of the non-oil sector by 2030 is envisaged in Abu 
Dhabi 's  V ision 2030. The two key po ints that were inc luded in the vision consist of  
building a sustainable economy and ensuring stable regional and ocial economic 
development. which brings profits  to al l .  
1 A.3 Dubai Plan 202 1 
The aIm of the Dubai P lan 202 1 is to elevate Dubai by establ ishing its 
posit ion in the g lobal economy as a key player, among the top five centers for 
logistics. tourism, t rade. and fmance. Dubai becoming the capital of  the Is lam
ic 
economy was a significant step in ident i fying it as one of the princ ipal ec
onomic 
centers. 
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1 .... .4 The I la mic Economy i n  the U A E  
The ignificance of  the I lamic economic ector i s  recognized by the 
govenunent of the UAE, which is motivated b the increasing number of Mu Ems 
around the world . In the 1 970 Dubai launched the first I slamic bank, naming it the 
Dubai I lamic bank. after it e tablished the Dubai F inanc ial Market, which is 
con idered the first har' ia-compl iant tock exchange. The UAE is considered to 
ha e the best and healthie t I slamic economic environment, even better than 
Malay ia's .  
1A.S A G reen Economy fo r Susta inable Develo pment 
As the concept of  a green economy becomes more popular. the UAE has 
taken the irlit iat i e to exempl ify it successfully and be the g lobal hub of this new 
economy. This would increase the compet it iveness of the country and let it preserve 
the environment for the next generat ion ( Government .ae, 20 1 6) .  The UAE has made 
many cont ributions in terms o f  renewable energy, inc luding the world ' s  biggest 
concentrated p lant for solar power and its most maintainable environmental c ity, 
knovm as Masdar C ity, a so lar garden and a project based on conserving energy. 
1.4.6 Economy and I n n ovat ion 
Major investments have been made in the sectors of health, transport, water, 
energy, and space by the Emirates H igher Pol icy for Sc ience Techno logy. and 
Inno ation. I t  wi l l  concentrate on suc h areas as so lar power. stem cel l  re earch, 
robotics. and biotechno logy ( Government .ae, 20 1 6) .  
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01 10\7\ ing thi illV )  o f  the AE and its current preoccupations, I introduce 
bri f1 the trategic management proce s and it d e lopment with reference to the 
1 .5 trategic M anagement  in the  U A E  
a re pon e to changing circumstances and needs, public ent it ie need to 
u e trategic management approaches. I n  fact, several reasons make public 
organizat ions appl strategic management ( Berman & West, 1 998) .  For example, 
trategic management upports the creat ion o f  new object ives and strategies. the 
updating o f  organizat ions' missio ns. and the formation by public ent ities of conm10n 
commitment . I n  add it ion, it o ffers a structured and harmonized method for long­
term goals to emerge together with the procedures to attain these goals. Bryson 
(2004) mentions that throughout the execut ion process, strategic management usually 
expedites cOl1ll1Unicat ions between part icipants in corporates. provides tools to 
accommodate different interests, and proposes compromise building on significant 
concerns in organizat ions. 
Many efforts over the last ten years have been made to support the 
accountabi l ity of public organizat ions in real izing desirable outcomes. The main 
focus has been on enhanc ing the performance of government organizat ions or their 
projects in order to improve government services. Strategic management is 
considered one o f  t he most significant tools in assist ing managers to enhance 
government product ivity and performance. As past research suggests, even though 
strategic management does not guarantee improved output (HalachmL 2000), it helps 
to improve productivity ( Fountaine & Slagen, 200 1 ) . 
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Joo te and Fouri ( 2009) note, trategy formulat ion is the first step in the 
trategic planning proce . e erthele s, the strategic planning proce s doe not 
fin i h at thi stage, but move to other coupled phases - strategy implementation and 
a e ment and contro l, the two components of strategic management over which 
there i t i l l  not much empirical research inve t igat ing their l inks with organizat ional 
outcome . 
Of these t\ 0 components, the former ( strategy implementat ion) is the focus 
of thi current research. According to Chandler ( 1 963 ) .  strategy in1plementation is a 
group of actions and phases required for carrying out a strategic plan in an 
organizat ion. t rategy implementat ion is crucial to improving organizat ional 
performance. Therefore,  strategy implementation is important for any organ izat ion, 
as is the case with trategy formulat ion. 
S ince 2007, and even before, public organizat ions in the UAB have been 
legal ly mandated by federal and local governn1ents to develop, evaluate, and 
implement strategic p lans. The in1portance of strategic p lanning was highlighted after 
2007 by the government, which issued d irectives for sharing strategic management 
processes in federal and local organizat ions. As reported by E lbanna ( 20 1 3 ). most of 
the organizations in t he U AE develop p lans for a period of either three or five years. 
There are very few organizat ions that deve lop p lans for a single year. However, 
federal government organizat ions use a t ime horizon of three years for their strategic 
planning, while local government organizat ions p lan for five years ahead. Nowadays 
almost e ery organizat ion in the UAE has an organizational unit accountable for 
strategic p lanning act ivities ( E lbanna, 20 1 3 ) .  I n  some sectors several departments.  
each composed of  several sect ions, are in charge of strategic planning. E lbanna 
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(20 1 0) ha found in hi re earch that a po itive re lation hip e i ts bet\,veen the degree 
of invo lvement ill trategic planning and the managerial level at which it is 
undertaken. 
Enormou fforts ha e been made since 2007 to a l low strategic plans to be 
develop d in the U go ernment sector. This opens se eral doors for further 
re earch to be pm ued. Organizat ions today have developed an optimistic attitude to 
trategic planning and there seems to have been a shift  away from managing one day 
at a time. P lanning for the futme has been started using different t pes of strategic 
management tools, which should further aid futme research regarding strategic 
management and its role in improving the capabi l ity of organizations working in 
Arab countries, the UAE in part icular. 
I n  April 2007, the V ice-President of the UAE announced the UAE strategy, 
which stated the d irection that the UAE government would take for the fo l lowing 
three years. There were ix major areas covered by the strategy: economic 
deve lopment, infrastructure, social development, safety and j ust ice, government ­
sector development , and rmal area development . The governmental organizat ions 
and ministries were instructed by the V ice-President to implement this three-year 
strategy within six months ( E lbanna, 20 1 Ob). 
S ince that time, much work has been done to develop strategic plans in the 
UAE ' s  go ernment departments. For example the Abu Dhabi Urban P lanning 
Counci l  ( Upe) has developed the visionary P lan Abu Dhabi 2030 Urban Structure 
Framework Plan. This document is a "comprehensive plan for the development of 
23 
the cit o f  bu Dhabi that \\ i l l  guide planning dec isions for the next quarter of a 
· · 1 
centur) . 
he General ecretariat of  the Execut i e COlmc i l  (GSEC) is considered the 
admini trative body that i re pon ible for designing and ident ifying public po licies 
and trategie for the Executive Counc i l  o f  the Emirate of Abu Dhabi, in 
coordinat ion with r lated go emment entities. In addit ion. it oversees the 
implementat ion and performance reports of the strategic planning of the UAE's  
government entit ie . 
Before 2007, the e governn1ent entities used to apply tradit ional operat ional 
budget plans. S ince introducing Law o .  2 of 2006, the GSEC has effectively 
presented a number of in1portant init iat ives. The GSEC has a c lear vision: "To make 
it possible for the UAE to be regarded as one of  the best five governments in the 
world."  
One o f  GSEC cruc ial init iat ives with which i t  has started to achieve its 
object ive is to formulate a comprehensive framework which comprises strategic 
planning and government performance management . This framework has been 
appl ied to 32 government ent ities in Abu Dhabi. The GSEC works c losely with 
government bod ies to apply a new p lanning methodo logy, the Balanced Scorecard. in 
order to assist government organizat ions to achieve their ambit ious goals and to 
bring about the E mirate s vision ( E lbanna, 20 1 3 ) .  It coordinates with these 
organizat ions to develop Abu Dhabi 's  po l ic ies and strategic p lans and supports their 
active implementation. 
I http/ '"'''' upe go, .e 
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The G E play an ffe tive part in leading government ent it ie to sign five-
y ar pec ified target call d Performance Contracts ( Ehrhardt & Mahalanobi , 1 932) .  
", hich inc lude a number of  elected key performance indicator ( KPls )  as 
benchmarking tool to measure the performance in service deli ery, and also other 
common KPI having the ame targets as all other go ernment ent ities. 
Moreover, the G EC has run a eries of training and professional programs 
related to it strategic init iati es, such as Balanced Performance Scorecard training 
cour e in which more than 1 60 members fi'om different entit ies took part . I t  has 
organized internat ional visits to ensure that the required knowledge is disseminated 
in such d ifferent fields as policy making, strategic planning . and performance 
management . I n  line with its serious intent to change and reform, the government 
tarted to in1plement a conunon strategy management framework ( BSC), intended to 
change it into a strategy- focused organizat ion in 2007. For example, around 20 
workshops and more than 350  meetings were held to come up with the strategic 
plan of27  local government organizat ions in Abu Dhabi by 2007, which resulted in 
202 strategic priorit ies, 636 strategic object ives, and 1 499 government init iat ives .
2 
A White Paper on strategy implementat ion in Chinese corporations in 2006 
also stated that strategy implementat ion had become "the most significant 
management challenge [that] all k inds of corporations face at the moment . " The 
fmdings of  the survey reported in this paper show that 83% of the sample fai led to 
implement their strategy efficient ly; thus only 1 7% of the firms felt that they had a 
reliable process o f  strategy implementation (c ited in L i, Guohui & Eppler, 2008, p .  
3 ) .  Mankins and teele ( 2005 ) found that companies that had been unable to 
2 http://gsec.abudhabi .ae 
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implement their intended trat gie could consequent ly have incuned a 40% 10 of 
financ ial performanc . According to the author , there are different kinds of internal 
and external factors that account for the fai lure of implementat ion (Al-GhamdL 1 998. 
2005; lexander, 1 985 ) .  
I n  th i  study, I argu that the fol lo ing four types of factors at the strategic 
plan or organizat ional Ie el contribute to the success of strategic plan implementat ion 
in the AE public sector: ( 1 )  decentral izat ion of strategic planning ; (2 )  personnel 
conm1itment to trategic plan implementat ion ;  ( 3 )  senior management support for the 
trategic plan: and ( 4 )  importance of the strategic plan to strategic plan 
implementat ion. I al 0 argue that implementat ion success posit ively affects 
organizat ional performance. 
Decentralization of strategic planning should be an important factor affecting 
the implementation process because, with managers who have narrow authority or 
slight invo lvement. the strategic p lanning exerc ise is l ikely to be incompetent in 
ensuring full usage o f resources, u lt imately h indering effect ive in1plementation of the 
strategic plans. S im i larly. Boyne and Chen (2007) discussed how a decentral ized 
strategic plmming system can be mainly useful for and favored by public 
organizat ions, as it empowers government service staff to convey public services 
well .  I n  addit ion, decentralizing the strategic p lanning system provides flexible and 
strategical ly fit organizat ions, where both coordination and integrat ion are enhanced 
due to decreasing hierarchy, power, and authority. 
Personne l commitment should also be an important factor affect ing the 
implementation process, as suggested by past research. To active personnel 
cOl1ID1 itment, employees' spec ific needs, asp irations, and feel ings should be given 
attention. I n  fact ,  during the strategy implementation process, there is a huge struggle 
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betvv een emplo ee and the organizat ion if the organization doe not fulfilL or pays 
no re pecl to, employee ' economic and ocial needs. In the case of not meetina b 
employee ' need , the ent ity i probabl not able to work appropriate I or execute its 
trategie ucce fu l ly, a it re lies on its staff primaril ( Bo lman & Deal .  1 99 1 ) .  
imilarl emor management upport should also be significant ly related to 
implementation ucce . As highl ighted by Maxwe lL  Rothenberg, Briscoe, and 
Marcus ( 1 997),  trategy implementation rel ies c lear ly on senior managers. These 
manager have to be committed, engaged, and supportive to assist in providing the 
vital re ources in the in1plementation stage ( Ho l land , Light, & Gibson, 1 999). As 
uch. engagement could warrant that there is the requ ired amount of manpower to 
part ic ipate in the activit ie linit iat ives and in addition that they are provided with 
adequate t ime to finish the task ent irely ( Roberts & Barrar, 1 992). 
The in1portance of the strategic plans should a lso be related to 
implementation success. Numerous studies (e .g . , Hrebiniak & Joyce, 1 984; Pinto & 
Prescott, 1 990) suggest that the higher the impo11ance of the strategic plans, the 
higher the l ikel ihood of implementat ion success. Final ly, as detai led later while 
developing study hypotheses in Chapter 2 ,  the successful  implementation of strategic 
p lans should posit ively affect organizat ional performance. 
Because of the importance of achieving the UAE 's  V ision 202 1 ,  in addition 
to other Emirates' local visions, such as the Abu Dhabi V ision 2030 and the Dubai 
Plan 202 1 ,  and given the importance of publ ie-sector organizat ions' strategic plans to 
achieving these visions, studying the implementation of strategic plans and how it 
affects organizat ional performance, and is affected by certain factors ( i . e . ,  
decentralizat ion o f  strategic p lanning. personnel commitment to strategic plan 
implementation, senior management support for strategic plan, and imp0I1ance of the 
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trategic plan), eem t imel and 1111' portant In  add 't ' th ' h I � . I lon, lS researc a so ident ifie 
the commonl) u ed trat gic planning tools and fi:equent ly faced implementation 
chal lenges in the AE public- ector organizat ions. 
tud) ing the e i ues could provide u eful kno ledge to understand how the 
gO\'ernment ector in the U AE implements its strategic plans. Therefore, this stud 
on the UAE government sector would be expected to add value to the l iterature and 
fil l  gap in the related research on strategic management, espec ial ly research on the 
government sector of the UAE. 
1 .6 Re earch Obj ectives and Quest ions  
This study attempts to  explore the impact of four factors - decentralization of  
strategic p lan ing, personne l  commitment to the implementation of  strategic plans, 
senior management support for strategic plans, and the impo11ance of strategic p lans 
- on the success of the implementation of strategic p lans in the UAE publ ic-sector 
organizat ions, and whether implementation success affects the perforn1ance of these 
ent it ies. 
In addit ion. this research attempts to determine commonly used strategic 
p lanning tools and frequent imp lementation chal lenges or obstacles faced in the UAE 
publ ic sector. Based on the fmdings, the study also aims to provide some uggest ions 
to po licy makers and managers of the UAE public organizations to improve the 
quality of the ir strategy implementation process. 
To achieve the above research object ives, the fo l lowing five research 





Re ea rch Que tion 1: HO\ do the fo l lowing variabl s affect the 
ucce of l rat gic p lan implementation in the UAE public sector: 
dec ntralizat ion of strategic planning, personnel conu11itment to 
trategic plan implementation, senior management support for 
trategic p lanning, and importance of trategic plans? 
Re earch Que t ion 2: What i the impact of the successful 
implementation of strategic plans on organizat ional performance ll1 
the public sector in the UAE? 
Resea rch Question 3: What are the key challenges or obstacles 
fac ing public- ector organizat ions in the UAE in real izing their 
strategic p lans successfu l ly? 
• Researc h  Q uestion 4 : What are the conunon strategic tools used in 
the UAE public-sector organizat ions? 
• Resea rch Question 5 :  What recommendat ions can be proposed to the 
UAE public-sector organizat ions in order to improve their strategic 
management pract ices (or, more part icularly, their practices ll1 
strategic p lanning and the in1p lementation of strategic plans)? 
1. 7 Researc h  M odel 
F igure 1 . 1 shows the research model for this study, which wil l  be empirical ly  
tested. The model inc ludes the above-ment ioned four factors ( i .e . ,  decentralization of  
strategic planning, personal commitment to  its implementation, senior management 
support for this implementation. and the importance of the strategic p lan), which h
ave 
recei ed theoretical attention. I n  add ition, environmental munificence and org
anizat ion 
size are considered as contro l  variables. These variables represent d iffe
rent aspects of  
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the trategic planning and implementat ion process: ( 1 )  the planning proces : 2) the 
importance of trategic plan : and ( 3 )  the commitment and support from the staff 
concern d .  The variable were e lected on the basis of their importance to the 
ucc ful implementation of strategic plans and relevance to the UAE public sector 
a cording to the l iterature . However. there are other factors that might affect the 
ucce o f  trat gic plan impl mentat ion, as explored in Sect ions 2 .4 . 1 and 2 .4 .2 .  I did 
not inc lude more than bat is proposed abo e because some of the part ic ipants during 
my pi lot stud indicated that the instrument was too long. Thus. it seemed best to 
remove the other econdary ariables - but st i l l  maintaining the research model 
unchanged - and focu on the reasonable number of key specific ariables, in order to 
l imit the length of the quest iOlmaire to five pages at most as discussed in Chapter 3 .  At 
the same t ime. I dedicated two sect ions, i .e .  Sections 2 .4 . 1 and 2 .4 .2 , to tackling the 
issues which were most l ikely to hinder the execution of the strategic plan. In them I 
highl ighted the challenge to or other factors affecting the success of  the strategic plan 
in general for the benefit of scholars or practit ioners. 
,.-
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Figure 1 - 1 :  Research Model 
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I t  i noteworth that the recent t rend of fai lure in the implementation of 
strategic plans has cont inued to increase, in spite of an improved success rate over 
t in1e. The percentage of strategic init iat ives that fai l  is persistently higher than 
expected. This suggests that the current execution guidel ines or approaches are not 
good enough and new ones are needed, or else that the exist ing ones should be 
developed or used and imp lemented more effectively (Candido & Santos. 20 1 5) .  
Researchers i n  the past have recognized the need for improved guidelines and a 
better execution process to implement strategies successful ly (e .g . ,  Dean & Bowen, 
1 994: Mockler. 1 995 ; Barney, 200 1 ;  H ickson et ai . ,  2003)  and research has 
acknowledged for many years that the implementation phase should be enhanced by 
eliminating obstac les as far as possible (e .g . ,  Stanislao & Stanis lao. 1 983 ;  Alexander, 
/
" 
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1 985 :  n o ff  & cDonne lL  1 990; Kotter, 1 995;  Beer & Eisenstat, 2000: Mil ler et 
al . .  2004; tadl r & Hinterhuber, 2005 ) .  Therefore, it is vital to in e t igate the 
approaches and impro ements in this area and to understand why 0 many trategic 
init iat ive t i l l  fai l  ( Candido & antos, 20 1 5) .  
1.8 Re ea rch Contribu tion 
This tudy examined the impact of a number of  strategic plan or 
organizat ional- level variable on the success of  strategic plan implementation in the 
AE' publ ic organizations. I t  is hoped that this invest igat ion contributes to the 
l iterature, and especial ly to that on the UAE, because it can be considered that this 
study i one of the ftr t to engage with such factors and test their relevance to the 
implementation of strategic p lans. Moreover, the present research aims to discover 
strategic planning too l fi:equent ly being used by the UAE public-sector 
organizat ions and ident ifie a broad range of common obstacles or chal lenges faced 
by these organizat ions. Such a result would he lp to indicate the exist ing strengths and 
is ues in the E mirates' government bodies as they try to inlplement their strategic 
plans. in t urn c larifying how wel l  the public ent it ies are developing these p lans. 
From this research, I expect to understand how wel l  local entit ies are 
implementing their plans for 202 1 .  This could add great value to the research 
fmdings. since it wi l l  ident ify the major elements affecting the success of strategy 
implementation, in addit ion to its impact on both organizat ional performance and 
hence on future visions at both Emirate and country levels. 
I expect that the research analysis wi l l  assist dec ision makers in enhanc ing 
the process and performance of their strategic plan imp lementat ion. In add ition, the 
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Clnd i ng m a  e n a b l e  t he m  to coordinate the ir  a c t i o n s  a n d  make t h e  neces a T  
i mpro\ement to mit igate o r  re o l ve the i s  ues a n d  c ha l l e nges o f  strategy 
implementat ion.  
1.9 Outl ine of  the The i 
The c hapters inc luded in th is  the IS are tructured and organ ized as fo l low s .  
Chapter 1 - I n trod uction 
Thi  c hapter has prov ided a broad summary of this  thes is .  The areas of focus in  
this c hapter inc lude the d isse11at ion 0 er iew.  theoret ical  context of the study, researc h 
conte t of the stud ( i .e . .  t he U A E ). strategic management in the AE. researc h 
object ive and q ue t ions. researc h mod e l  and hypotheses, and the researc h contribut ions 
and out l ine of the thes is .  
Chapter 2 - Litera t u re Review and Hypothesis Development  
This  c hapter out l ines the  theoret ical  bac kground of the current researc h.  I t  
prov ides the l iterature re lated to strateg ic  management, strateg ic  p lann ing, trategic p lan 
implementat ion, c ha l le nges of strateg ic p lan imp lementation, and factors affect ing 
strategic p lan imp lementat ion.  Later, i t  goes over and d iscusses the l iterature on each of 
the se lected variab les - decentra l izat ion of strategic p lanning. personnel com m itment to 
strategic p lan implementat ion, senior management support for strategic plan, and 
importance of the strateg ic p lan - and their re lation to strategic p lan imp lementation 
success. A fter t hat, it h ig h l i ghts l i terature wh ich d is cusses strategic p Ian imp lementation 
success w ith organ izat ional  performance. The contro l variables - organ izat ional s ize and 
env ironmental  h ost i l ity/m u n i ficence - and the l ist of hypotheses are a lso mentioned at 
the end of th is c hapter. 
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Chapter 3 - M ethodo logy 
Thi c hapter c lar i fie the re earch methods that were u ed in  th is  study to gather 
data for test ing the c u rrent research hypotheses . \ hich were establ ished in C hapter 2. I t  
pro ide deta i l s  on key topics :  researc h p h i l osophy. research approac h. researc h des ign. 
re earch m t hods. operat ional izat ion of variab les. response rate. research ethics. and 
pr cess of data analys is .  I n  order to rea l ize the tudy ' s  purpose. the l i terature was 
earched re lated to the e subjects to acqu i re and fi nd re levant or proper measurements in 
order to a se s my re earc h mod e l  appropr iate ly and generate va l i d  and re l iable find ings.  
Chapter 4 - De criptive Stati t ics and Relia bi l i ty Analysis 
Th is c h apter presents some qual i tat ive ins ights i nto the obtained data.  This 
chapter a lso expla ins  the pur i fication process of the measur ing i nstruments and addresses 
the issue o f re l iab i l it and va l id ity assessment. 
Chapter 5 - Explorato ry A n a lyses and  Hypothesis Test ing 
This chapter describes the second and key stage of the data analys is, 
hypothesis test ing. which was conducted by SPSS AMOS version 22 .  More 
spec ifically. the chapter addresses the tools  used in developing strategic p lans, the 
chal lenges to strategic plan imp lementation. measurement models. confirmatory 
factor analysis. convergent validity analysis, discriminant validity analysis, structural 
model test ing ( i . e  .. hypothesis testing ), and a summary of the key findings. 
Chapter 6 - Di eu ion and one lu  ion 
Thi c hapter di  cu es the re earch fi nd ing . I t  a lso pre ents the pract ical  
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imp l i  at i  n and theoret ica l contribution of th is  re earch,  as wel l  a its l i m itat ions and 
ome ugge t ion for future research .  
1. 1 0 Sum mary 
This c hapter has presented an overv iew of the thes is .  The key topics addressed 
� ere t he theoret ical  context, trategic management in the U AE, researc h objectives and 
quest ions. research mode l ,  researc h contr ibut ions, and fi na l l y  the thes is out l ine. 
The ne, t c hapter re iews the l i terature and d iscusse research ariab les to 
deve lop the c onceptua l frame ork and re lated hypotheses. 
Cha pter  2 :  L i tera t u re Review a n d  H ypothe i Deve lopm e nt 
2 . 1  I n troduction 
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This chapter provide an  over iew of  the strategic management l iterature 
\\ ith regard to the trategic plalming process and trategy implementation processes. 
the subject of thi th is :  it a lso presents the hypotheses to be tested. More 
spec ifically. it is t ructur d in four parts .  The ftrst part ( Sect ion 2 .2 )  presents some 
ba ic defmit ions o f  strategic management, offers an overview of its evolut ion as a 
field of study. and briefl discusses the strategic management process. The second 
part ( ection 2 . 3 )  provides a brief review of the strategic p larming process. The thiJ'd 
part ( ect ion 2 .4 )  offers a detailed review o f  the trategy implementation process, 
including the c ha l lenges or problems of implementation and common factors 
affect ing its success or fai lure . The fourth part (Section 2 . 5 )  focuses on the study 
ariables ( i .e . ,  decentral izat ion of strategic plalming. personnel commitment to 
strategic plan implementat ion. seruor management support for the strategic plan. 
importance of strategic plan to its implementat ion, success of strategic plan 
implementation, and organizat ional performance) and develops the study hypotheses. 
This final part also briefly reviews the study' s  control variables. environmental 
munificence and organizat ional size. Final ly, the last part (Section 2 .6) concludes the 
chapter. 
2.2 Strategic Management  
As d iscussed by E lbanna ( 20 1 0), "strategy" is  a term deriving from the 
Ancient Greek word strategos, which means "the art of the general" (Col l is 2005 ) ,  
and is derived from the words for "army" and "lead" ( wayne et aI . ,  20 1 2) .  As 
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wa) n et aJ .  ( 20 1 2 ) tate , strategeo mean "to plan the destruction of one ' s 
enemle through effect ive u e of re ources" (p .  7) .  \vhi le in the opinion of Coll is 
(2005 )  the word "strateg " relates "to the general ' s  plan for arraying and turning his 
f rce \ ith the goal of  def! at ing an enem army" (p .  1 ) . During World War I I .  the 
term wa u ed mo t often in the phrase "st rategic planning." The governments of the 
tate invo lved had to a l locate their l imited resources in an efficient way and used 
vanou strategie in order to win the war ( Wortman, 1 988) .  
The word " trategy," then, i s  assoc iated with war. but as societ ies developed 
and progres ed. the term evo lved and spread to such varied fields as dip lomacy. 
policy, ports. gan1es, mi l itary operat ions, and profit and non-profit organizat ions. 
According to Cadotte and Bruce ( 2003 ) .  the tenn was used for the first time in a 
business context in 1 947 by Von eumalU1 and Morgenstern in their examinat ion of 
game theory. Several writers (e .g . ,  Cadotte and Bruce, 2003 ; Coll is, 2005;  Morgan, 
Levitt, & Malek. 2007 )  bel ie e that strategy in business sett ings is an attempt to 
think and act better than competitors and form a g lobal concept of the way in which a 
business should compete .  The purpose of a strategy is to offer to the organizat ion 
which adopts it a competitive advantage over its rivals though differentiation. 
The concept of strategic management became very popular in the mid- 1 960s. 
Its popularity suffered a dec l ine in the 1 970s and 1 980s because numerous p lanning 
models were unable to perfonn wel l  enough (G laister & Falshaw, 1 999: David. Ali, 
and AI-Aa l i, 20 1 1 ) . S ince then. various attempts have been made to overcome its 
drawbacks. which include unproductive contr ibutions from managers, inflexibi l ity. 
and its restrict ion of strategic creat ivity and think ing (Salge, 20 1 2) .  
37  
The term ,. trategic management" ' i s  more often used than "strategic 
planning" ( Power , 1 990) .  King ( 1 998)  tates that the "strategic" aspect of trategic 
planning con i t in th preparat ion of the best response b an organization to its 
circum tan e . Planning in o lves ett ing goal and creating methods through which 
the e goals can be achieved. ckoff ( 1 970) was among the first writers to use the 
term .. trategic planning" in the private sector. In 1 976, Ansoff, Dec lerck, and Ha es 
developed the concept of trategic management by expanding the content of strategic 
plann ing. I n  this wa . they introduced a shift in the methodology. Very soon, the 
private ector adopted this new concept and more and more organizations began to 
u e "  trategic management" instead of " strategic planning" ( Powers, 1 990). 
As Stei s note ( 1 98 5 ), the main difference between strategic management 
and strategic p lanning is that strategic management suggests a more defmed future 
and focuses on what an organizat ion does, while strategic p lanning refers to an 
uncertain future and merel ant ic ipates possible future opportunit ies and direct ions. 
More spec ifical ly.  according to the author, strategic management is the process 
through which I set the object ives of an organizat ion. develop plans and po lic ies, 
assign resources for the imp lementation of these plans and polic ies, and evaluate 
whether the established p lans are generating the expected object ives ( Elbanna, 20 1 3 ) .  
This defInition suggests that the first step in the strategic management process 
is strategy formulation, which inc ludes the strategic p lanning process and dec ision 
making. This step is fo l lowed by strategy implementat ion and strategy assessment 
and contro l .  Below, I briefly d iscuss the strategic p lanning process and the 
importance of successfu l  in1plementation, which has been noted by various 
researchers (e .g . ,  Al l ison & Kaye, 20 1 1 ) .  Then I provide a more detai led review of 
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the trategy implementation proc , the focu of the present tudy, a long with a et 
f tud) hypothe e . 
2.3 trategic Pla n n in g  
trategic planning is · 'the deve lopment of a set of goals. hopes and dreams for 
the futur . accompanied by a set 0 f act ion to he Jp achieve those goals." according to 
E p , ( 1 988) .  Espy ( 1 988 )  be lieve that it is not suffic ient to have only hopes and 
dreams. ince organizat ions also need good knowledge of a c lear roadmap and 
effect ive p lans if the e hopes and dreams are to material ize. I n  the early stages of the 
trategic planning proces . the organizat ion should explain the purpose of its 
intent ions and hovv it want to execute its pur pose ( Larson, 1 998) .  
S imi larly. various author (e .g . ,  Bryson. 2004; Swayne et  aI . , 20 1 2 ) argue that 
trategic p lanning can provide a roadmap which helps companies to take the best 
dec isio ns and move from their current posit ion toward the attainment of the ir 
strategic object ives ( E  py, 1 988 ) .  Strategic plann ing can help organizat ions to reason 
and act strategical ly, set their future direct ions and priorit ies, solve organizat ional 
issues. improve performance, and adapt more efficient ly to the dynamic environment 
(Cook, 1 990; Bryson, 2004; Espy, 1 988 ) .  
The above po ints highl ight ing the impOltance of p lanning are also supported 
by various researchers. Al l ison  & Kaye (20 1 1 ), for example, views strategic p lanning 
as "a systemat ic process through which an organization agrees on and builds 
commitment among stakeho lders to priorit ize areas that are essent ial to its mission 
and are responsive to the enviro nment . . .  it guides organizat ions to acquire and 
al locate resources to achieve these priorit ies" (p .  1 ) . Jasparro (2006) fmds in his 
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re earch that a t rategic plan e tabl ishes a clear cope and t f b· · h· h e 0 0 �ect l\'e W IC , 
nc attained, improve organizat ional performance. I nformat ion generation, 
e\aluat ion of the company' en ironment. st imulation of new ideas, and the 
enhancement of internal interact ion and communication were a lso ident ified among 
the benefit of trat gi plannin g ( Ackel berg & Arloyv, 1 985 ) .  Langley ( 1 988,  p. 27)  
note that trategic planning: 
• has a " publ ic relat ions role 111 which strategic planning is 
intended to Impress or influence outsiders such as funding partners. new 
board members, vo lunteers and employees," 
• has an "information ro le, which provides better 
communicat ion and input for management decisions. 
• promotes group invo lvement and teamwork, which intends to 
increase organizat ional conunitment through the interaction of people at a l l  
levels of the organizat ion in strategic planning, 
• pro ides direct ion and control, which serve as a guide for 
dec isions arId activit ies toward a desired future . "  
The above benefits of strategic planning coincide with the widespread bel ief 
among individuals that if a unique and irmovat ive strategy is formulated, i t  wi l l  lead 
the firm to success in today 's  business world. However, for strategic plaJming to 
generate these benefits, keen observat ion and careful attention mllst be paid by 
executives to the app l icat ion of  strategies that prevent fai lure through common 
pitfal ls. I n  other words, certain approaches should be adopted that enrich the 
efficiency of strategy implementation ( E lbanna, 20 1 3 ) .  Several researchers ec
ho 
Elbanna' s ( 20 1 3 ) observat ion and aJ'gue that strategic plalming is not a "qui
ck fix 
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technique" for addre ing chal lenges and need (e .g . .  wayne et  a ! . .  20 1 2 ) .  Even a 
unique and innovativ trategy ma not lead a firm to success in toda ' bu ine s 
world unles it execut ive pa careful attention to carrying out strategic plans for 
avo iding the chance of fai lure. 
imi larl . I I i  on & Kaye (20 1 1 )  and Elbanna and Fadol (20 1 6). among 
other .  al 0 highlight the importance of strategic planning for successful 
implementation by arguing that a strategic plan caru10t produce results by itself if it is 
not wel l  implemented. Kaufman and Grise ( 1 995)  affirm that "if strategic planning is 
properly done. it tel l  u where to head. why to go and what funct ions and resources 
it take to get from here to there" (p .  27) .  In the same vein. Morgan et a1. (2007) note 
that if strategy makers do not take into account the l inkages between planning and 
implementat ion. the most probable result is fai lure .  Rutan ( 1 999) also points out that 
all the a pects  of in1plementat ion must be covered during the planning phase. since it 
cannot be properly done during the execution phase. 
I n  short. a good strategic plan is able to encourage fundamental dec isions 
which defme and shape what a company is. what it does, and why and how it does 
this (S\  ayne et a1. . 20 1 2 ) .  However, for strategic plans to benefit an organization. it 
should take various approaches to enrich the efficiency of strategy implementat ion 
(Elbanna et al . .  20 1 6), as wi l l  be reviewed in the next section. 
2.4 Strategic Plan I mp lementat ion 
Strategic plan implementat ion is " the communicat ion. interpretation. 
adoption. and enactment o f  strategic p lans' (Noble. 1 999. p. 1 20) .  Hamermesh 
( 1 986) iews it as t he process o f  ensuring that strategy is embodied in al l  that an 
organizat ion does. I ts object ive is to create connect ions between the organizat ion's 
4 1  
strategic objectiv and it dai ly  act ivities. Col l i  ( 2005) defines implementat ion as 
the t rm u d to de crib "the concrete mea ure that translate strategic intent into 
action that produce re ults . . .  it require continuous managerial attention at a l l  
level  " .  
seen above, there are a number of ways in  which authors ha e defined 
their own concept of trategic p lan implementat ion. Other definit ions and 
characteri t ics of in1plementation are as fo l lows: 
• Stonich ( 1 982)  proposes that in1plementation means 
determin ing hoy an organizat ion reaches tomorrow's goals from its current 
tatus. 
• Pre sman and Wildavsky ( 1 984) defme implementat ion as 
carrying out or complet ing a gi en task . 
• Bossidy, Charan & Burck (2002) c laim that execution IS a 
methodical process which requires thorough discussion and quest ioning. I t  
inc ludes hO\ s and whats to  ensure accountabil ity. Assumpt ions are made 
regarding the business environment, the organizat ion ' s  capabil it ies are 
assessed, and strategies are l inked with the operations and people who are 
connected with the implementat ion process. I mplementation also inc ludes the 
synchronizat ion of people from different discipl ines and linking the 
rewarding system with the targeted results or outcomes. 
• According to Hrebiniak (2005), execution represents a 
d isc iplined process with a number of logical l inked activit ies or act ions which 
enable a company to make its strategy work. 
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I lrebiniak ( 2006) note . fOID1ulat ing a c n i tent strategy i a hard task for 
an) organization' leader hip and management team. and it is even more difficult to 
make the trateg work; that i , to implement it . imi larly, Thompson and trickland 
(200 1 ) al 0 note that implement ing strat gic plans is one of the most complex and 
time-con uming ta k of management ( c ited in chaap. 2006). 
Other re earcher a l  0 point out that most firms face difficulties during the 
implementation of their intended strategies (e .g . ,  Balogun, 2006� Saunders, Mann. & 
mith. 2008: Mi l ler, 2002) .  Mi l ler ( 2002) ,  for example, reports that organizations are 
not able to imp lement 70% of their strategic init iat ives. S imi larly , a 2004 urvey of  
276 enior operating executives ment ioned that 5 7% of frrms had been unsucce sful 
in execut ing strategic init iat ives over the pre ious tlu'ee years (Al l io, 2005) .  
Although the fai l ure of strategy implementation i s  the single biggest obstacle 
to succe s and can be blamed for most of the disappointments that are mistakenly 
attributed to other causes ( E lbanna & Fadol, 20 1 6; Nutt, 1 999), it is st i l l  the great 
unaddressed issue in the business world ( Bossidy et aL 2002) .  Parallel to the poor 
attent ion to implementation issues in the business world, academia has also paid less 
attention to the issue. A lexander ( 1 985) ,  for example, long ago pointed out that the 
l iterature focused on long-term planning and strategy "content" instead of the actual 
strategy i mplementation process. on which " l itt le is written or re earched" 
(Alexander, 1 985 ,  p. 9 1 ) because the topic is considered less glamorous (Atkinson, 
2006) .  imi lariy, Okumus and Roper ( 1 998, p .  2 1 8 ) highlight this fact, commenting 
"Great strategy. shame about the implementation." Others contend that the issues or 
problems fac ing strategy implementat ion lack proper academic attent ion (e .g . ,  Ed
gar 
& Taylor, 1 996; Noble, 1 999; Aaltonen & I kavalko , 2002; Otley, 2003 ) .  More 
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p c if!  all , Okumu and Roper ( 1 998.  p. 2 1 9) tate that "despite the importance of 
the trat gic executi n proce . far more re earch ha been carried out into strateo I:> 
formulat ion rather than into trategy implementat ion:' 
ore recent tudie (e .g  .. Li et a L. 2008:  E lbanna, Thanos, & Colak. 20 1 4 ) 
al 0 note that in1plementation ha received Ie s cho larly attention. This is espec ially 
true in bu ines s t t ings in the Arab context, where few strategic management studies 
have been carried out (E lbanna, 20 1 3 ) ,  a gap that this study aims to help fi l L  I f  the 
importance of trategic planning implementation increases and become crucial in the 
near future. the importance of a tudy on strategy implementation in generaL and 
e pec ial ly in an Arab setting. becomes more evident ( E lbanna. 20 1 3 ) .  Therefore, 
there is a d ire need for research on the subject in such a setting ; this is the moti  at ion 
of the present study. 
As noted abo e, strategic p lan in1plementation is a difficult and t ime-
consuming task. However. past studies on the subject have ignored or underestimated 
its d ifficult ies, because it l acks conceptual models  ( Alexander, 1 985 :  Goold, 1 99 1 ; 
Aaltonen and I kavalko, 2002) .  Below is a review of the vast number of chal lenges or 
obstac les to strategic plan implementat ion. which make it so challenging (Thompson 
& Strickland, 200 1 ) and may account. g iven their scope, for the lack of a conceptual 
model .  
2.4. 1 Cha llenges of  Strategic Plan I mplementat ion 
According to E lbanna and Fado l (20 1 6) .  few studies have examined strategic 
management practices in the Arab context . Thus, one of our research object ives was 
to ident ify the key chal lenges fac ing the UAE public organizat ions. L ike Aldehayyat 
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and nch r '  (20 1 0) tudy in Jordan, thi v as an opportunity to enrich the l iterature 
w ith orne fundamental background about the i ue fac ing the Middle Ea t and Gulf 
countrie in general and the in part icular. 
The pre ent {udy primarily based on Alexander 's ( 1 985 )  study of 
implementat ion in the U ,  l-Ghamdi ' s  ( 1 998)  study in the UK. and Aldehayyat and 
Anchor" ( 20 1 0) tudy in Jordan, which pro ide a comprehensive l ist of 
implementation ob tacIe . Howe er, as described be low. additional chal lenges were 
added to fit with the current circumstances in the context of the UAE. 
A lexander' ( 1 98 5 )  tud is an early but noteworthy examinat ion of the 
problems associated with strategy implementation. The author highl ighted 22 key 
ob tac le to implement ing strategies. Out of these, 1 0  issues had been reported by 
over 50% of the firms surveyed. These issues are as fol lows: 
1 .  A strategy implementat ion period that exceeds the init ial ly predicted term. 
2. Problems emerging during i mplementat ion that had not been previously 
pred icted. 
3 .  Harmonizing administrative act ions which were not sufficient ly effect ive. 
4. Competit ions and crises d ivert ing attention from implementat ion. 
5. I nsufficient capabi l ity  among the staff who were not invo lved in administrative 
affairs .  
6. I nsufficient training and instruct ions provided to lower-level staff. 
7. Undesired impacts on  implementation from uncontrol led external factors in the 
environment. 
8 .  I nadequate leadership and command by unit managers. 
9. 0 detailed defmition of key act ions and tasks in implementat ion. 
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1 0. In u ffic ient informat ion tern for monitoring. 
I-Ghamdi ( 1 998)  conducted a simi lar study of UK firms. His research 
fo l lowed the concepts and methodo logy of Alexander ( 1 985) .  AI-Ghamdi ( 1 998) 
found that, of the 1 5  implementation problem he exposed, 6 were often encountered 
by more than 70% of the ampled organizat ions. AI-Ghamdi 's  ( 1 998)  [mdings 
ugge t that the trateg implementat ion phase requ ires more emphasis and in-depth 
analy i . H is research further reveals that 92% of the firms took more time for 
implementation than the proposed t ime period and that 88% of these companies 
faced problems. Moreover, 75% of the companies faced chal lenges related to poor 
coordinat ion, while 83% faced issues of  being distracted by compet ing act ivit ies. I n  
addit ion, inadequate informat ion mechanisms to monitor strategy implementat ion 
and undefmed tasks were reported by 7 1  % of the firms. I n  this connect ion, Al­
Ghamdi states that ·'the drama st i l l  cont in ues" ( 1 998.  p. 322) .  
I t  is worth ment ioning that high levels of  congruence are found between Al­
Ghamdi ' s  and A lexander' s studies. For example, both recognize that imp lement ing 
any plan requires the effect ive organizat ion or readiness of staff. In this vein. both 
studies fmd it important to manage human resources to secure successful  
implementat ion, such as  providing training and guidel ines to  employees to  eqUip 
them with the necessary abil it ies and ski l l s  and enhance the ir capabi l it ies. 
Aldehayyat and Anchor (20 1 0) studied Jordanian companies to ident ify the 
major problems fac ing strategy implementat ion. The authors, who focused on the 1 5  
problems featured by AI-Ghamdi ( 1 998)  and Alexander ( 1 985) .  show that the highest 
scoring problem was 'unantic ipated major problems arose," fo l lowed by 
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" implementat ion r qu ired more time than wa planned" and then by "cri es 
di tracted attention from implementat ion .
. 
' 
One o f  our study' s objecti es 1 to ident ify the recurrence of  strategic plan 
implementation problems in the UAE public organizat ions; thus, I used the 1 5  
ob tac le that were appl ied b Aldehayyat and Anchor (20 1 0) and I -Ghamd i 
( 1 998) .  which are both con idered to replicate and extend Alexander' s  study ( 1 985 ) .  
The e 1 5  implementat ion ob tac les are : 
1 .  More t ime i taken than the t ime init ia l ly proposed . 
! Fai lure to ident ify the major obstacles ear ly. 
3 .  Lack of  effecti e coordinat ion. 
4. Divert ing attention from key or daily act ivit ies to dec ision implementation. 
5 .  I nsufficient capabi l ity among the employees invo lved. 
6. I nadequate training and instruct ions to lower- level employees. 
7. Adverse impact of uncontro l lable external factors on the strategy 
implementation. 
8. I nadequate leadership and management direct ion by l ine managers. 
9. I nsufficient ly defmed implementation tasks and act ivit ies. 
1 0. Lack of proper informat ion systems to monitor strategy implementation. 
1 1 . Champions and supporters of the strategic plan leaving the organizat ion at a 
critical t ime. 
12. Poor understand ing of the organizat ional goals among employees. 
1 3 . I nsufficient ly defmed changes in key employees' responsibil it ies. 
1 4 . I nact iv ity  of key formulators or makers of the plans during the strategy 
implementation. 
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1 5 . ot  reporting oon enough 1 sues that required support from the top 
management . 
Mor rec nt studies have ident ified addit ional obstacles/succes factors in 
implementation. For example, E lbalma (20 1 3 ) , who explores the processes and 
impacts of trat gic management in 67 public organizat ions in the UAE ,  shows high 
core for these statement : "top management effectively acts to make strategic plans 
\\. ork." '10P management can transform the organizat ional culture to create an 
aligned and wel l-matched culture with the strategic plan," and ·'the assessment of top 
management is bui lt on the effect i \ e execution of the strategic plan" . Such fmdings 
repre ent the importance of top management in the implementat ion of strategic plans 
iven, 2008) .  Moreo er. " the incent ives given to employees and managers reflect 
their success in achievin g strategic object ives" rece ived a mean score of 3 . 3 .  
Consistent with these fmdings o f  E lbarma (20 1 3 ) , r would add the fo l lowing two 
possible obstac les :  
1 .  I nadequate support from the top management for the strategic plan. 
2 .  Fai lure to  l ink strategy with incent ives. 
DeLisi (200 1 ) examines the "six strategy k i l lers ' that were introduced by 
Beer and Eisenstat ( 2000' c ited in Odhiambo, 20 1 4) .  This study reveals other factors 
which could have an impact on strategy implementation. Some of these factors, 
which overlap with the factors l isted above, are related to ( 1 )  lack of strategy 
knowledge and its process� ( 2 )  employees not being rewarded for implement ing the 
strategic plan; ( 3 )  people not being held accountable for executing the plan; (4)  lack 
of attent ion to strategic p lans by senior management ; ( 5 )  organizat ional culture; and 
(6) organizat ional design/structure. 
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anhada and Re e (20 1 1 )  argue for numerous ob tac le to strategy 
implementation b di cu ing and apply ing mode ls that ar with the organizat ion' s  
experience.  imi larl , azemi, Asadi ,  and A adi (20 1 5 ) apply qual itat i  e data from 
an I ranian compan , the Ma hhad electric energy distribut ion company. They find 
eight barriers to strategy implementation: structura l ,  culturaL manageriaL connected 
\\ jth human re ource , en ironmental, and using ineffect ive key performance 
indicator , inadequate re ources, and insuffic ient strategy formulation. 
Moreo er, chaap (2006) di  covered that strategic consensus has a 
ignificant ro le in the strategy execut ion process, as shown in his chosen sample, the 
northern evada plumbing indu try. H is fmdings also demonstrate wel l  that 
recurrent COITlll1unication upward and downward improves strategic consensus 
through the encouragement of shared beha iors and values. I n  addit ion, the author 
find that enior leaders who are trained in strategic planning and implementation 
can be expected more confident ly to achieve performance targets than those who are 
not trained. The research concludes that, to achieve exceptional performance, 
strategy execution p lans should be c learly  defmed, with c lear t ime frames, assigning 
prec ise responsib i l it ies to employees, and ident ifying the indi iduals who will be 
accountable for complet ing the task (cited in Katheeri, 20 1 6) .  
Cater and Pucko ' s  (20 1 0) study of strategy implementation m Slovenian 
companies shows that obstacles which present the greatest chal lenges to strategic 
plan implementation are related to poor leadership ski l ls and employees' fai lure to 
share the ir knowledge. Their results also show that the obstacles to implementat ion 
had a negative inlpact on Return on Equity ( ROE), whereas the act ion of adapting the
 
organizational structure to the se lected strategy as part of strategic plan execut i
on has 
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a po it i \'e effect on ROE. H nce. fIrm performance depends on appropriately 
arranging a t ion or acti, itie , a  wel l  a proper leadership and an organizat ional 
culture that backs knowledge sharing. 
mor recent tudy on strategy implementat ion was conducted by Elbanna 
and Fadol ( _0 1 6) .  The author found that the three factors of strategy formulat ion 
( i .e . , the adopt ion of an intended mode of strategy, enhancing emplo ees ' 
part ic ipat ion. and minimizing po litical behavior) are posit ively related to the 
comprehensi eness of the strategic plan implementation, which leads to a positive 
impact on the effect iveness of strategic planning. 
Based on the above stud ies and also on the pi lot study fmdings, which 
highlighted a number of simi lar challenges recorded by the strategy professional 
experts who worked in the U AE public organizat ions ( see Sect ion 3 . 5 .2 .3  for 
detai ls) .  the fol lowing eight possible obstac les were added to the previous list :  
1 .  Ha ing an organizat ional structure inappropriate to the strategic plan. 
2. Employees insufficiently capable of  encompassing the strategy. 
3 .  I nappropriate organizat ional culture. 
4.  I nact ive ro le of  the members in developing the organizat ion 's  strategic plan. 
5 .  Low init iat i e and poor project management knowledge and sk i l ls. 
6. Poor strategic reviewing and decision mak ing during implementation. 
7 .  Poor sharing and communication of strategic p lans with stakeholders and vice 
versa. 
8. Overlapping of mandates, roles, and responsibi l it ies between 
public 
organizat ions causing confusion in the planning process. 
50 
on equent ly, a total 0 [ 25 obstacles were u ed in this research. which mark 
the fIr t attempt in the context to tudy the main factors affect ing the ucce s or 
fai lure of t rategic p lan implementat ion. The 25 obstac les considered in this study are 
pre ented b low ( see al 0 Chapter 5 ) :  
1 .  I nadequate leader hip and d irect ion from the manager . 
2. I nsufficient capacity among the employees involved. 
3 .  Key implementation tasks and activities insufficiently defined. 
4. Fai lure by the key planners of the trategic plan to play an active role in its 
implementat ion. 
5 .  I neffective coordinat ion o f  the implementation activit ies. 
6. nc 1ear definit ion  of the responsibi l it ies of employees in the implementat ion 
process of the strategic p lan. 
7. Fai lure by the employees to grasp the strategic object ives/goals sufficient ly. 
8 .  Fai lure to communicate early enough which problems required top management 
in o lvement . 
9. Poor sharing and communicat ion of strategic plans with stakeholders and vice 
versa. 
1 0. Fai lure to identify some major problems in advance .  
1 1 . Inadequate training and instruct ion given to lower-level employees. 
1 2 . Insufficient informat ion systems used to monitor implementation act ivit ies. 
1 3 . egat ive impact on implementation by uncontrollable factors in the external 
environment . 
1 4 . Departure of advocates and supporters of the strategic plan from the organizat ion 
during the implementation. 
5 1  
l � .  Comp t im! (other) activitie d 'st t '  . �. I rac mg attenhon from trategic plan 
implem ntati n .  
1 6 . I nadequate upport for the trategic plan fi:om top management . 
1 7 . Fai lure to l ink trategy with incentive . 
1 8 . I n  ufficient capac it among the trategic employees. 
1 9 . Inactive role pIa ed by the employee in developing the organizat ion's  strategic 
plan. 
20. Unexpected hortage of t ime for implementat ion. 
_ 1 .  Poor init iative and project management knowledge and ski l ls .  
22 .  Poor strategic reviewing and decision making during implementation. 
23 . Overlapping of mandates. roles, and responsibi l it ies between public 
organizat ion causing confusion in the plalming process. 
24. Having an organizational structure inappropriate to the strategic plan. 
25. I nappropriate organizat ional culture. 
Hav ing establ ished the cha l lenges of strategic plan implementation. which 
make the implementation process difficult and t ime consuming, I now tum my 
attention to some of  the common factors affect ing the success or failure of strategic 
plan implementation that were ident ified in the l iteratme. 
2A.2 Factors Affect ing  Strategic Plan I m plementat ion 
The fai lure of  strategy implementat ion is general ly costly for organizations. 
Therefore. fmding the key effective factors in the success or fai lure of strategy 
implementation is highly significant . Consequently, researchers have paid signi ficant 
attent ion to ident ifying what fac i l itates or impedes strategy implementat ion. 
Waterman. Peters and Phi l ips ( 1 980) for example, fmd that seven main factors 
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affect the trateg) impJ mentation proce : the trategic plan. organizat ional 
tructure, organizat ional y tem . management tyle. people, competences. and 
ubord inate goals. Wernham ( 1 984), in his tudy of Britain 's  nat ional ized 
telecommunicat ion indu tr . ident ifies five causes of poor in1plementat ion: shortage 
of r source . la k of  communicat ion between units at different levels, history 
( confidence) ,  lack of  fit , and the requ irement to achieve inconsistent 0 bject ives. 
Reed and Buck ley ( 1 988 )  ident ifY a number of issues in successful 
implementation that require attent ion. The authors stress the need to build 
con i tency between the strategy and the organizational structure. They propose that 
the budgeting sy tem. de pite its effect i  eness in communicat ion. provides l imited 
benefit for the implementation of strategies because it focuses main ly on monetary 
mea ures. Another issue that is mghl ighted in their research concerns the 
inappropriateness of management style. They warn that the " entrepreneurial risk 
taker may be an ideal candidate for a strategy involving growth, but may be who l ly 
inappropriate for retrenchment" ( Reed & Buckley 1 988 .  p. 68) .  Other highlighted 
problems are goal sett ing. adding contro ls, and ident ifYing coordinated targets at 
lo\\'er levels. Howe er. such cascad ing is d ifficult because it needs to be control led; 
the uncertainty and change thus created bring about an unstable environment, a point 
supported by Tavako l i  and Perks (200 1 ). 
Alexander ( 1 99 1 )  ident ifies the absence of appropriate models for guiding 
executives and managers during the in1p lementat ion process as one of the causes of 
its fai lure. Kap lan and Norton ( 1 996) name four factors that are crucial in 
implement ing strategies successful ly :  ( 1 )  c larifYing and translat ing the organizat ion 's  
vision and strategy; ( 2 )  creating we l l -establ ished and we l l -managed conununicat ion 
�3  
chann I : 3 )  planning and goal ett ing ; and (4 )  treating trategic feedback as part of 
organizat ional learn ing. 
Mi l ler ( 1 997)  argue In his tudy of ix companies that ten factors are 
imp rtant in the strat g implementation process. The author categorize these 
factor into two group cal led the real izer ( i .e . ,  backing. assessabi lity. specificit , 
cultural r cept i ity, and propit iousness) and the enablers ( i .e . ,  fami l iarity, priority, 
resource avai labi l ity, struct ural fac i l itat ion, and flexib i l ity) .  Hansen. Boyd, and 
Kryder ( 1 998)  fmd three addit ional factors that contribute to the fa i lure of 
implementation:  ( 1 )  unsuccessful t imely modification of the plan or adapting 
bu iness environmental change; ( 2 )  gett ing d iverted from the actual objective; and 
( 3 )  lack of confidence in success. 
Rapert, Vel l iquette, and Garretson (2000) ident ify other factors that are 
inlportant in the implementation process. I n  particular, the authors find that effective 
communicat ion and a greater level of understanding or consensus play imp 0 ltant 
roles in the successful implementation of strategy. They argue that when vert ical 
communicat ion takes p lace frequent ly. strategic consensus is improved and firm 
performance is enhanced. as the increased levels of net revenues, gross revenues, and 
net operating income test ify.  
Beer and Eisenstat ( 2000) judge strategic plan implementation to be impeded 
by six factors : ( 1 )  laissez-faire po licy or senior management ' s  top-down approach; 
(2)  ineffecti e senior management teams; ( 3 )  inadequate down-the- l ine leadership 
ski l ls and deve lopment ; (4 )  unclear strategy with conflict ing priorit ies; ( 5 )  poor 
coordinat ion among functions, businesses, or boundaries; and (6 )  poor ertical 
re lat ions. The authors propose the fo l lowing six princ iples to overcome these so -
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called i l  n t  ki l ler of trateg)' implelne t t ' ( 39-4 the n a lon pp. 1 ) . which increase 
chance f deyeloping an organizat ion capable f ful o succe s · strategy 
implementation:  
• Princ iple 1 :  Laissez-faire leadership or a top-down leadership 
tyle hould b tran formed into engaged leadership. 
• Principle 2 :  trategies must be c lear and crisp. They must be 
a comprehensive as possible. 
• Princ ip le 3 :  Senior management should become effect ive. 
• Principle 4:  I neffecti e vert ical conununicat ion should be 
twned into dia logue ba ed on open facts. 
• Princ iple 5 :  Poor coordinat ion must be addressed and turned 
into teamwork. At the same t inle, ro les, responsibi l it ies, and accountabi l it ies 
should be real igned with business strategy. 
• Princ iple 6 :  Down-the- l in e  leadership must be turned into 
strong leadership, based on the general perspective of management . 
According to Beer and E isenstadt (2000 p. 4 1 ), "the evidence from our 
research indicates that. when a top team fo l lows the six principles for overcoming the 
silent k i l lers, it has a good chance of developing an organization capable of strategy 
implementat ion. " 
icko ls ( 2000) argues that firms should fmd a balance between the new 
proposed strategic init iat ives ( i. e . ,  strategic plans) and the ongo ing daily operat ional 
act i  it ies and key activit ies which were developed by the previous strategic plalming 
c c leo In  this regard, the author proposes four scenarios of imp lementation, which are 
based on the interact ion bet ween new init iat ives and ongoing daily act ivities: ( 1 )  
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i1a\\ ed trategy and flawed e. ecution:  ( 2 )  ound strategy and flawed e, cut ion: 3 )  
l1awed trategy and ound execut ion;  and (4 )  ound trategy and sound execution. 
The finding indicate that an organizat ion progre ses posit ivel and succes fu l ly only 
\\- hen it strategy and e. ecut ion are sound - environmental and competit ive 
influences are exempted. imi larl . the findings ind icate that adopting the \\Tong 
trategy al 0 lead the organizat ion to in1plementation fai lure (c ited in Odhiambo. 
_0 1 -+) .  
DO\vnes (200 1 ) c lassifies the implementation obstac les that most 
organizat ions run into a either related to the internal problems generated inside the 
compan" or to external problems raised by the industry. The issues that are thus 
created are influenced by the organizat ion' s  flexibi l ity in successful ly launching and 
implementing certain strategic init iat ives (c ited in Odhiambo, 20 1 4) .  
DeLisi (200 1 )  examines " the s ix  strategy k i l lers" of implementation 
ident ified by Beer and E isenstat ( 2000). More spec ifical ly, the author maintains that 
out of the six. the fol lowing four are the gravest impediments: ( 1 )  ineffective senior 
management; ( 2 )  top-down or laissez-faire senior management style;  ( 3 )  unclear 
strategies and conflicting priorit ies; and (4)  poor coordinat ion across functional 
boundaries. The author a lso ident ifies other factors that contribute to the failure of 
strategy execut ion. As ment ioned earlier. some of these factors are ( 1 )  lack of 
knowledge of strategy and i ts  process; (2 )  lack of  commitment to the p lan; (3 )  fai lure 
to communicate the plan; (4 )  poor measurement of staff performance or the absence 
of a rewarding mechanism t ied to the results of implementat ion; ( 5 )  too abstract a 
plan; ( 6) p lans which are d ifficult for staff to link to dai ly work; ( 7) lack of 
accountabi l ity  regarding the execution phase; and ( 8 )  poor attention to the strategic 
plans from senior management . Different k inds of reinforcers are also ident ified 
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v. hich act to inl1ibit u ce ful imp lementation. uch a stnlcture. culture. proce e ,  
management st m , IT sy tern . and the human resources management system 
(cited in Odhiambo, 20 1 4 ) .  
IngJ i  and M inahan (200 1 ) state that the strategic planning process i s  
participatory in nature . Therefore. Bryson (2004 ) and I ngl is and Minahan (200 1 ) 
recommend that the ke takeho lders hould be deeply in o lved in the formulat ion 
and implementat ion process, because a c lear and partic ipatory process plainly shows 
the direction for implement ing the plan. I ngl is and Minahan (200 1 ) . for example, 
point out that some companies ha e a more effective strategic plaIU1ing process, 
which is easy to implement with an act ive part ic ipatory process by key stakeho lders. 
In this way, the takeho lders can make ful l  use of the plan and feel  ownership. 
irnilarly, Jasparro ( 2006) conc ludes that it is very important for a strategic plan to 
ident ifY the key problems within it, which should be cOI1U11unicated to al l  
stakeho lders. 
Okumus (200 1 ) , in his comprehensi e reVIew of strategy implementation 
frameworks. conc ludes that 1 1  factors are important for successful implementat ion: 
( 1 )  organizationa l  structure; (2 )  strategy formulation; ( 3 )  resource a l locat ion; (4)  
culture; (5 )  env ironmental distrust ; (6 )  individuals; (7 )  operat ional planning; ( 8) 
contro l and outcome;  (9 )  multiple project implementat ion; ( 1 0) organizat ional 
learning; and ( 1 1 )  working with external companies. 
Aaltonen and I kavalko (2002) h ighl ight the importance of three factors for 
successful implementation :  ( 1 )  al igning organizational structure and systems with 
strategy; ( 2 )  ident ifYing and support ing strategic players; and ( 3 )  communication and 
strategic action. Johnson Scho les, & Whitt ington (2008) propose that the most 
important factors i.n the fai lure of strategic plans are poor leadership. lack of a plan 
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that upport the idea. i n  ffect i\ e communicat ion, passive management. and lack of 
mot i \  at ional and personal owner hip. 
Charan (2003 ) diagnoses "ignoring to ant icipate future problems" as a 
hindrance to effecti e trateg execut ion. Freedman and Tregoe (2003 )  argue that 
variou factors can harm the implementat ion proce s, inc luding ( 1 )  strategic inertia; 
( 2 )  tak holder not being committed to the vision; ( 3 )  lack of focus on destination; 
(4) unawareness of the champion who is driving things - strategic di lution; ( 5 )  lack 
of communicat ion regard ing proceed ings - strategic iso lat ion;  (6 )  lack of 
under tanding regard ing progress; and ( 7 )  incomplete actions - init iat ive fat igue. 
terling (2003)  ident ifies the fo l lowing reasons for strategy fai lure : (1 )  
unant ic ipated market change : ( 2 )  effective competitive responses to strategy; ( 3 )  
poor t imel ines and d ist inct iveness;  ( 4 )  lack o f  focus; and ( 5 )  bad strategy - poorly 
conceived business models. The author fmds that effect ive strategy can be made to 
work by: 
1 .  A l igning organizat ion design and capabi l it ies with the strategy. 
2. Considering potential compet itors' react ions to the strategy. 
3 .  I nvolving managers i n  the strategy development process. 
4.  Consistent and persistent communication. 
5 .  Action p lanning and budget ing. 
6. Monitoring and accountabi l ity .  
7. Symbol ic actions. 
Simi larly, Hrebiniak ( 2005)  focuses on the issues and di fficulties faced in the 
process of strategy execution. I n  his survey of 400 managers, the author found that 
the inclusion of managers helped ident ify additional factors that contributed 
negatively to strategy implementat ion. The [mdings reveal that the fo Howin
g factors 
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are r pon ible for po r t rateg implementat ion: ( 1 )  lack of ovmer hip feel ings 
among key taff for the trateg or the execut ion; (2 )  lack of guidelines for the 
activit ies r lated to t rateg execution; ( 3 )  poor understanding of the organ izationa l 
tructure or design role in the implementation stage: (4 )  inabi l ity to generate "buy­
in" or consen u in taking crucial steps: ( 5 )  no reward s stem or mechanism to 
uppo11 the implementat ion' object ives: and (6) inadequate fmancial resources to 
upport the cost of execution. 
Bratmen (_005)  conc lude m his survey that certain Issues have to be 
re 01 ed in order to execute the intended strategy well .  These include lack of 
re ource , ineffect ive strategy communicat ion in the organization, poorly defined 
act ion plan , lack o f  accountabi l ity, and organizat ional or cultural barriers. Brannen 
(2005 )  a lso ident i fies the lack of autonomy and freedom as a hurdle to surmount in 
succes fu l  strategy implementat ion. 
chein ( 20 1 0) recol1ID1ends that before init iat ing a strategic plan 
implementation proce s, an organizat ion should reso lve certain issues, such as the 
readiness of the company and the commitment of its leaders to the effort .  It should be 
asked if  they are capable of  dedicat ing the necessary t ime, resources, and funding 
capacity to begin implement ing the plan (A l l ison & Kaye, 20 1 1 ) . 
H rebiniak ( 2006) argues that managers should think of formulat ing a plan and 
putting it into execut ion simultaneously, a suggestion shared by early researchers 
who bel ieve that t reating formulat ion and implementation as two separate events 
could cause many strategies to fai l  (Quinn, M intzberg, & Ohosha1, 1 988) .  Hrebiniak 
( 2006) also acknowledges that the execut ion of strategy genera l ly takes longer than 
its formulation. Execut ing a strategy, unl ike it s formulation, requires much money, 
much t ime, and many human resources ( human resource ski lls) .  Thus, strategy 
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implementat ion i a crucial cha l lenge for organization . utt ' s  (2007) study of 400 
project reveal that intervent ion tactic and partic ipation tactics can help 
organizat ion to deal with thi challenge effect ive ly, and that the impact of strategy 
implem ntation on organizat ional succe s is greater than the impact of strategy 
evaluat ion or as e ment . 
Brenes, ena. and Mo lina (2008) categorize 1 8  factors into five groups: ( 1 )  a 
trategy formulat ion proces ; ( _ )  sy temat ic execution; ( 3 )  strategy control and 
fo l low-up; (4 )  a r ight and motivated CEO ( leadership); and ( 5 )  corporate governance 
leading the change. 
imi larl . L i  et al .  (2008)  discern nine factors, c lassified as soft ,  hard, and 
mixed. as shown in F igure 2 . 1 .  The soft category contains factors related to the 
executors and represents the human aspect of the implementation process, such as 
conuTIunication and comm itment. The hard category comprises inst itut ional or 
organizat ional factor . inc luding organizat ional structure and administrative systems. 
whereas the nuxed factors basical ly  contain the hard and soft factors in relat ion to the 
process of strategy formulation. 
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F igure 2- 1 :  Factors Affect ing the Success of  Strategy I mplementation 
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Getz and Lee (20 1 1 )  claim that the most common reasons for a strategy not 
working effect i  e ly may relate to ( 1 )  very l it t le d ia logue in the leadership and with 
the rest of the organizat ion: ( 2 )  no p lan for managing the migrat ion; ( 3 )  unc lear l inks 
between the organizat ional structure and the strategic objectives; and (4) a lack of 
measures to engage employees. The authors further state that the three main pi l lars of  
effective strategy execut ion are as  fo Uows: 
• D irect ion - gett ing so spec ific with strategy that it becomes 
relevant to everyone and everything in the company. 
• Structure - creating an organizat ional architecture that 
shadows the strategic architecture. 
• People - engaging and mobi l izing employees for sustained 
commitment . 
6 1  
ccording to Masi lamony (20 1 0) ,  orne o f  the factors to con ider as 
contributor to th ucce ful  implementation of  the trategic plan are ( 1 )  leadership ; 
(2 )  the pre ence o f  a planning conunittee; ( 3 )  having an external faci l itator; and (4 )  
tafT retent ion ;  wherea the factors that inhibit the implementat ion of a strategic plan 
are the v. orkload in the implementat ion stage, and l imited or unstable resources from 
revenues. 
part from the above factors, organizat ional slack has also been ident ified as 
playing an important ro le in strategy implementation. Resource slack is defll1ed as 
the cu hion of potent ial and actual resomces that al low a firm to successful l y  adapt 
to internal and e:-..1ernal pres ures by init iat ing changes in the internal and external 
em ironment ( Elbanna, 20 1 2 ) .  It refers to the difference between the combinat ion of 
demands made on an organization and i ts resources ( Bourgeois, 1 98 1 ) .  
lack not only helps an  organization to  address unforeseen opportunit ies and 
threats in its environment and c lari fy  its strategy ( Pitelis, 2007), but a lso faci l itates 
the in1plementation of the p lans made in response to changes in the environment 
(Singh, 1 986) .  More spec ifical ly, L in, Cheng, and Liu (2009) c laim that a company 
wi l l  have more strategic plans if it possesses more slack resources. Salge (20 1 2 ) 
fll1ds in his study of  public hospitals that the amount of temporal perseverance in an 
organizat ion' s  comparat ively new search act ivit ies is based not only on structmal 
differences in ownership and the organizat ion' s  size, but on strategic differences 
relat ing to resource availabil ity and strategic aspirat ions. These findings suggest that 
executives emphasize strategic p lanning more when organizations contain more 
slack resources. inU lar ly,  S ingh ( 1 986) argues that s lack enables the organizat ions 
to react to variat ions in both the external and internal environment and to formulate 
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and implement required change in trategy. Hence, upper- level management hould 
con ider lack a o f  the utmo t importance, since it helps an organizat ion to scan the 
environment continuou ly. 
nother important factor that has been found to affect the development and 
implementation o f  trategic plans is organizat ional culture. Between the 
organizational  culture and the implementat ion o f  strategy, a meaningful relationship 
Douri hes ( A hmadi, alamzadeh, Daraei, & Akbari, 20 1 2) .  The results of Ahmadi et 
a l . '  study ( 20 1 2) show a signi ficant re lat ionship between organizat ional culture and 
the implementation process of strate-gy, but writers do not agree how far the culture 
affects the strategy. 
While an e ffect ive and abundant pool of sk i l ls, a wel l - formulated strategy, 
and human capita l  are extreme ly important for the success o f  strategy. As 
establ ished by the above review, poor leadership contributes greatly to the fai lure of 
implementation o f  strategic p lans (Cater & Pucko, 20 1 0) .  I n  facL leaders' ro le in 
execut ing strategic p lans has been highlighted since the early days of interest ill 
strategic management (e .g. , Churchman, 1 975 ;  Mintzberg et aL 1 976; Beyer & 
Trice, 1 982) .  Early research reports  that 70% of the init iat ives related to strategic 
change ( i.e . .  strategic plans) end in fai lure ( H iggs & Rowland, 2005 ) and that the 
main reason behind this fai lure stems from senior- level leadership when it does not 
properly estimate a real ist ic p lan ( Bossidy et ai . ,  2002) .  
Leadership is cruc ial for successful  implementation because i t  also helps 
organizat ions to promote among employees the sense of ownership of strategic plans 
and guides emp loyees' ski l l s  and understanding of the business toward the new 
strategy, a major chal lenge in successful implementation (Hrebiniak, 2005 ; Lorange, 
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1 998) . Lorange ( 1 998 claim that top management and the CEO mu t place 
empha i on d iffl rent interface in ide an organizat ion. I f  there is no effect ive 
leader hip. the re ult wi l l  be poorly coordinated due to the confl ict ing priorities of  
the employee , v.. ho \ i l l  uspect that higher-Ie el management is choosing to  evade 
po ibly mbarra ing and threatening circumstances ( Beer & Eisenstat. 2000). I n  
the ame vem. utt ' s  (2007) re earch into 400 projects shows that inter ention 
tactic and part ic ipat ion tactics, which can be seen as the indicators of effect ive 
leader hip. raise the possibi l ity of the plan ' s  success where the tact ics of instruction 
fai l .  
According to Richard Cosier Dean o f  Purdue University'S Krannert Graduate 
chool o f  Management ,  failed or ineffective senior-level leadership stems from five 
behavioral factors: ( 1 )  greed: ( 2 )  loss of focus; ( 3 )  poor change management: (4)  
fai lure to l isten: and ( 5 )  bad luck ( Anonymous. 2002) .  I n  the same way, Beer and 
Eisenstat ( 2000) suggest that one aspect of effective leadership is the enhancement 
of communicat ion inside an organization. According to these authors. when vert ical 
communicat ion is b locked, it has an adverse effect on the organizat ion'S  abi l ity to 
refme and i mplement the trategy. Edwards ( 2000) proposes four clusters of 
behavior for the CEO to demonstrate in order to implement a change strategy most 
effectively:  leadership, communicat ion, the use of resources, and strategic 
interact ion ( Edwards, 2000).  Similarly, Thornbury (2003 ) suggests that effect ive 
leadership which fac i l itates strategy implementat ion demands leaders who are 
sensitive to what is happening around them. possess practiced communicat ion and 
l istening skil ls, and can foresee the consequences of business intervention. 
uccessful implementation also reflects humi l ity in the leadership style ( Thornbury, 
2003 ) .  
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In the peci fic  context of the AE. \-vhere the pre ent tud wa undertaken. 
th EC i th admini t rat i e body \ hich de igns and publishe public po l icies and 
trategies [or the Execut ive Counc i l  of  the Emirate of Abu Dhabi. and oversees the 
implementation and p rformance reports of the trategic p lans by the country 's  
government bodies. The G E Whole of Government Performance Report for the 
y ear 2009 for Abu Dhabi highl ights key chal lenge to the publ ic organizat ions which 
had carried out trategic plan . Some of these issues were the unclear roles and 
re ponsibi l it ies of ome public organ izat ion . which cause some entity mandates to 
overlap and thu affected their strategy implementation dec isions. Other chal lenges 
that \vere al 0 mentioned in thi report are poor project management and lack of 
invo l ement of key stakeho lders in the implementation. 
The above re iew of the l iterature in Sect ions 2 .4 . 1 and 2 .4 .2  is considered 
part of the attempt by this study to provide snapshots of the many sources that 
ident if)' factor or cha l lenges affect ing strategy implementation. The above 
a sessment is related to my study since my investigat ion fal ls within its boundaries. 
This exposure to the l iterature wil l ,  it is hoped, serve as a 'one stop' source for 
researchers on simi lar topics. 
Haying reviewed some common factors that fac i l itate or hinder an effective 
implementation process. I now turn to the spec ific variables of the present study in  
order to develop my hypotheses. These variables were selected based on their 
importance in the l iterature to the successful implementation of strategic plans and 
their relevance to the UAE public sector. 
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2.5 tudy Varia ble and Hypothe i Development  
2.5. 1 Decentra l izat ion of t rategic Plann in g  
Decentralization o f  trategic planning i s  defined by chneider (2003 ) as the 
proce of a igning and transferring dec ision-making authority to lower levels in an 
organizat ional tructme 0 a to reduce the role of central ent it ies in decision 
making. Accord ing to Schaffer and Wil lauer ( 2003 ), decision making in a 
decentral ized organizat ion i moved to lower branches, divis ions, subsid iaries, and 
departments. TI1U , the decentral izat ion of trategic planning fmds its roots in (or is 
connected with) organizat ional structure (or more general ly, the organizat ional 
de ign). 
Organizat ional structme refers to the power distribut ion in  an organizat ion. 
An organizat ion with a high degree of decentral izat ion denotes a less formal 
organizational t ructure, where dec ision-making authority is passed down to 
subordinates by the ir seniors and subordinates are forma l ly given power in their day­
to-day operat ions, thus enjoy ing more autonomy than those in an organization with a 
100v degree of decentral ization, which represents a rigid, more formal structure ( Ford 
& locum. 1 977 ;  Go indarajan, 1 988 ) .  
The decentralization of  strategic planning a situation where lower levels in 
the organizational hierarchy have decis ion-making authority and are invo lved in the 
strategic planning process, is expected to produce various benefits for that process, 
which in tum shou ld contr ibute to effect ive implementat ion of the plans, as 
examined below in de e loping my first hypothesis ( H I ) . 
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2.5. 1 . 1  Decentral izat ion and I m plementation ucce 
A tated b Hr biniak and Joyce ( 1 984) ,  there are two critical dec i ions to 
make for ucce sful implementat ion of strategic plans: organizational de ign (or, 
more pec ifical l  , organizat ional tructure) and the planning system (e .g . .  the way or 
method of planning) .  noted above. the former refers to the (de)centralizat ion of  
the power d i  tribution in  an  organizat ion, whereas the latter refers to the way in  
" hich the act iv it i  s of  those who participate in  the planning process are organized 
and coord inated ( Lorange & Vanci l ,  1 976) .  
With  regard to the former. i t  has long been noted (e .g . ,  Burns & Stalker. 
1 96 1 ; Thomp on. 1 967) that decentral izat ion is a prinle requirement in the presence 
of environmenta l  complexity and uncertainty. S ince decentralization impl ies wider 
part ic ipat ion in dec ision-making processes, environmental characterist ics are 
expected also to affect the Ie el of part ic ipat ion of the organizat ion 's  members in the 
strategic planning process. Hart ( 1 992), for example, argued that in a d iverse and 
complex en ironnlent , an approach of  iterat i e part ic ipation is important because it 
invo lves adequate commitment and knowledge from the major stakeholders and 
formulates the strategies as a series of steps in " bottom-up intrapreneurship," in 
which top management plays the ro le of encouraging experimentat ion and nurturing 
the development of the views with the highest potential . In this regard, Hart ( 1 992 ) 
and M intzberg ( 1 987) agree that strategies based on learning ( i .e . ,  part ic ipat ion) are 
more effectively formed. 
With regard to the latter attribute of effect ive strategy implementation ( i .e . ,  
the p lanning system), sett ing a budget is  a crucial e lement in th is  process. Budget 
setting he lps managers to ensure that the available resources are targeted effic ient ly 
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and e fect ivel), and to def me the flrm' s domain of operat ions. I t  is a proce of 
r duc ing the ambiguity of pr ce ing and fi lte ring informat ion through which 
orporation are gi en a c lear and workable cherne for performing the act ivities 
( chreyogg & teinmann, 1 987) .  
Re earch ha o ften uggested that en  ironmental characterist ics are also 
related to budget setting  ( i .e . ,  strategic plannin g) .  As po inted out by Chenhal l  and 
Morris ( 1 986), it i s  the ambiguity and unpred ictabi l ity of future events, stemming 
from uncertainty in the organizat ion ' s  environment, that makes the plarming process 
problemat ic . I n  this scenario of uncertainty. budget sett ing (and, thus, systems or 
proces e for plarming) hould be highly part ic ipat ive in nature ( Waterhouse & 
Ties en, 1 978) .  I t  has long been argued (e .g . ,  Tushman & Nad ler, 1 978;  Galbraith, 
1 973 )  that adjust ing the level of partic ipat ion accord ing to the level of environmental 
uncertainty improves e ffectiveness. Govindarajan ( 1 986), for example, contends that 
low ( high) partic ipation in sett ing budgets is l i nked to lower performance when 
uncerta inty is ( high) low. S imi larly, Anthony and Govindarajan ( 2003) recommend 
that managers pursuing a different iat ion strategy should be g iven the freedom to 
part ic ipate more intensi e ly in the process of setting a budget. although this is not 
required for managers who are pursuing a low-cost strategy, since the ensuing 
environmental changes are minor. 
The above arguments, which detail Hrebiniak and Joyce' s  ( 1 984) early 
observat ion that organizat iona l  structure and the planning system are two major 
complementary attributes of effect ive strategy implementation, col lectively suggest 
that the degree of  (de )central ization of the strategic p lanning system and budget 
sett ing ( and, thus, t he invo lvement of organizat ional  members in the strategic 
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planning pro e ) are related to ach other, and that thi relation is affected b the 
em ironmental context . 
I argue in thi study that the decentral izat ion of  the strategic p lanning s stem 
( i .e . ,  the involv ment of organizat ional members in the strategic planning process: 
e .g . .  budget ett ing) generates variou benefits, regardless of en ironmental 
characteri t ic , for the format ion and implementation of strategic plans. More 
pec ifical ly, previous research sugge ts that a decentral ized strategic planning 
system, "" hich is characterized by low Ie els of hierarchical authority and high levels 
of part ic ipat ion by organizat ional members in the strategic p lanning process, can 
generate various benefit for organizat ions, such as increased jo b sat isfaction and the 
po it ive perception of employees ' job characterist ics. Decentral izing the strategic 
p lanning system also results in flexible and strategical ly fit organizat ions, where 
coordinat ion and integrat ion are improved as a result of reducing hierarchy, 
authority, and power ( Rhodes, Tieman & Street , 20 1 2) .  
These benefits o f  decentral ized strategic plannin g occur because, as noted 
very early on (e .g . ,  Galbraith, 1 973 ; Tushman & Nadler, 1 978) ,  decentralization 
al lows better informat ion exchange among subord inates and managers and reduces 
ambiguity and uncertainty. The decentralization of strategic planning also 
encourages adequate commitment and knowledge f)'om major stakeholders ( Hart, 
1 992) .  
Furthermore, as Anthony and Govindarajan ' s  study (2003 ) suggests, the type 
of business strategy ( d ifferentiat ion vs. low cost ) should match the level of 
managerial part ic ipat ion in budget setting, and a high- level, decentralized strategic 
planning process (and thus, the invo lvement of d ivisional managers and 
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organizat ional member in determin ing the required input to upport the operat ion 
and act i\ itie em i aged in t rategic planning) pro ide manager " ith more 
flexibi l it in u ing the re ource to carr out the planned strategies effect ively. I n  
contra t .  managers with l imited authority 0 er, o r  invo lvement in, the strategic 
planning proce are l ikely to be unabl to make fu l l  u e of organizational re ources, 
e\ entually imped ing the succe sful implementation of strategic plans. A 
decentral ized trategic planning system may be part icularly beneficial for and 
preferred by goverlUllent organizat ions, such as those under invest igat ion in the 
pre ent tudy, ince it enable government service employees to del iver better publ ic 
er lce ( Boyne & Chen, 2007) .  
With the abo e d iscussion in mind, I want to  test the fo l lowing hypothesis: 
Hi : Decentrali:;alion of strategic planning af ects positively the success of strategic 
plan implementation. 
2.5.2 Per onne l  Comm itment  to Stra tegic Plan I m plementation 
Personnel COllUllitment to strategic plan implementation is defined as the 
steering effect of a defmed strategy, the level of commitment of personnel toward 
the implementation of  organizational strategic dec isions, and the alignment of 
strategic dec is io ns and strategy implementation ( Kohtamaki, Kraus, Makela, and 
R6nkk6, 20 1 2) .  
For the successful  implementation of  strategic p lans, organizat ions should be 
able to take t he ir members in the desired d irect ion, where the members are fully 
comm itted to execut ing the p lans effect ively. Dooley, Fryxell ,  and Judge (2000) find 
that successfu l  strategic p lan implementat ion and personnel commitment are 
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po it i\'e l) related. Thi a 0 iat ion occur b cau e commitment, which is enhanced 
by per onal m tivation, horten the lead time of strateg implementation and 
re pond rapidly to change in the busine s environment ( Dooley et aL 2000 � De 
Meyer & Van Hooland. 1 990) .  
ccord ing to Rutan ( 1 999) .  al l  the aspects of  inlplementat ion must be 
cover d during the p lanning pha e, because the arious aspects of execution cannot 
be properly covered dur ing the execut ion phase. The author suggests that everyone 
� ho is included in the team must be completely aware of and ful ly  understand their 
role in the implementation o f  the p lans, and that these aspects and issues need to be 
agreed on b a l l  members. Senior management should be committed and focus their 
attention under the agreed plan to its achievement . Any change that is to be reflected 
in the plan should be made after thorough consideration and study of the 
con equences or inlpl ications of such a change ( Rutan, 1 999 ) .  
Earl ier research also supports this discussion ( e.g. ,  Van Hooland, 1 990; 
Armstrong, 1 982) ,  For example, according to Armstrong ( 1 982),  promoting 
personnel commitment to strategy implementat ion enhances the performance of an 
organizat ion. S im i larly, various researchers (e .g . , Grundy & King, 1 992: Love, 
Priem, & Lumpkin. 2002 � Mi l ler et aI . ,  2004 ; Col l ier, F ishwick, & F loyd, 2004) 
maintain that the success of  strategy implementation is influenced by pal1 ic ipat ive 
strategic p lanning, which helps to improve organizat ional performance. With 
pm1ic ipat ive strategic planning, personnel commitment to strategy implementation 
increases because such a planning process describes and c larifies the organizat ion ' s  
vision and strategy ( L iedtka. 2000a&b). promotes the comprehensiveness of  the 
organizat ion 's strategy ( Mantere & Vaara, 2008),  and enables senior management to 
7 1  
reach agreement and con en us about the strategic d irection ( Wooldridge & Floyd. 
1 990; Judge and able. 1 997) .  Moreover. per onnel invo l ement in the strategic 
planning proc can upport enior management in reachin g consen us over the 
firm' strategy. part ic ipat i e planning proces is helpful if this ideal is fo llo ed. 
Therefore. to fac i l itate trategy implementat ion. management seeks to de e lop 
con en u . Woo ldridge and Flo d ( 1 990) and Judge et al. ( 1 997)  stres the value of 
on en u and its effect on personnel comm itment in strategy implementat ion. 
L iedtka (2000a. b) e laborates that the part ic ipat ive strategic planning process 
help to c larify the organizat ional visio n, its strategic targets, and its strategy. This 
c larification of the invo lvement of employees and of the strategy in strategic 
di cu ions is used to improve employees ' strategy comprehension. Accord ing to 
Tonnessen and Gjefsen ( 1 999). a better awareness and understand ing of an 
organizat ion ' s  strategic plan can generate a sense of belonging and raise personnel 
commitment to work toward the shared strategic objectives of the business. I n  
addit ion. an  improved understanding of  a firm's  strategy can help its members to 
align their object ives with the organizat ion ' s  goals, and indeed encourage the sharing 
of strategic targets by employees (Ghoshal & Moran 1 996; Adler, 200 1 ) . 
I n  short. the above re iew suggests that invo lving staff in the strategic 
p lanning process creates a strong bond between organizat ional members and the 
organizat ion ( Cooper & Daily, 1 997 ; L iedtka, 2000 a, b) and generates motivation 
and commitment to the in1plementation of the formulated strategies, as I examine 
below in developing my second hypothesis ( H2 ) .  
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2.5.2 . 1 Com mitment  and I m plem entation Succe 
Re earch ugg t that the succes of strategic plan implementation depends 
on both interper onal (people-re lated) and institutional (organizat ional )  factors (L i  et 
a J . .  2008) .  Per onal commitment i a ital e lement of the former. which can be 
achieved with proper communication act i it ies and strateg implementation tact ics. 
Per onal commitment i more than a psycho logical tate: it is considered b Sol inger, 
Van o I ff en. and Roe (2008) to be an attitude. The personal comm itment of an 
employee. for example, to a target ( i .e . .  an organizat ional goal or the implement ing 
of a strategic p lan) pOItra the ir ded icat ion to attaining the target ( Kohtamaki et a1 . .  
20 1 2 ) .  Personal commitment results i n  the intent to  continue working to\ ard a target 
( i . e  . .  strategic plan implementation), moti  at ing an employee to stick behaviorally to 
the target and make an effort to attain it, which eventually increases employee 
engagement ( Crawford, LePine & Rich. 20 1 0) .  
Commitment (or in a general sense, personnel management ) is important for 
the implementation of formulated strategies because employees have needs, feel ings, 
and aspirat ions. I n  strategy implementation, a massive resistance is seen among 
employees when no attent ion is paid to these factors. The staff bel ieve that they have 
a number of requirements - that is, soc ial, economic, and personal needs - for the 
organizat ion to fu lfi l l before they are sat isfied. Without meeting employees' needs, 
feel ings, and asp irat ions, an organizat ion is l ikely to be unable to funct ion properly 
or implement its strategies effect ively, because it depends mainly on its staff's 
energy and talent to execute its strategy ( Bo lman & Deal, 1 99 1 ) . 
As the above argument suggests, one way to address employees' needs and 
perspect ives, and thus to overcome the ir resistance, is to generate their commitment 
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to the execution of trategic plan . L iedtka (2000a, b) sugge ts that personnel 
commitment to implementation can be generat d by invo l ing personnel in the 
planning proce . an argument that i s  also common to others (e .g . ,  West ley, 1 990: 
Pur cr & Cabana, 1 997 ;  F iegen r ,  2005 ' E lbanna, 2008:  c ited in ( Kohtamaki et al . ,  
20 1 2) .  The participat ion of management in strateg de e lopment determines the 
nunitment of the management or other partic ipants to the developed plans 
( Elbanna et aL 20 1 6 ' Cami l lus, 1 975 )  and raises the serious expectations of the 
part ic ipants who are respon ible for execut ing them about their ownership and 
commitment to such strategies ( Rajagopalan & Rasheed, 1 995) .  
Consi tent with these arguments. F loyd and Wooldridge ( 1 994) suggest that 
(managerial) invo lvement during the strategic planning process plays an effect ive 
role in enhancing the quality of  implementation. A number of  researchers who have 
studied strategy implementation in private-sector companies (e .g . ,  Elbalma, et aI . ,  
20 1 4 ; utt, 1 999; Wooldridge & F loyd, 1 990) join in endorsing the view that 
partic ipat ion improves implementation. Others also point out that person el 
commit ment to planning ( in the form of  managerial invo lvement or partic ipat ion) is 
important for successful implementat ion (Col l ier et aL 2004; F loyd & Wooldridge, 
1 997) .  This is because spending t ime. resources, and effort on dec ision making 
(strategic planning) I S  crucial for managing the varied act ivit ies of the 
implementation phase ( Dooley et a I . ,  2000; Wooldridge & F loyd. 1 990) and leads 
part ic ipants to develop ownership and cOl1Unitment to implementation (Mi l ler. 2008) .  
The quality o f  the implementation may also be improved by managerial 
invo lvement ill strategic planning, because such invo lvement fac il itates 
d issemination o f  the ideas on which the implementation is based (S imon & Sul l ivan, 
1 993 )  and the continual adaptation of strategic plans as they are being implemented, 
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en uring that th are "fit for purpo e" ( E lbanna, t aL 20 1 4) .  The l iterature on total 
quality management al ugge t that the ab ence of team conunitment to strategic 
plans ha a n gat ive effect on implement ing the plans uccessni l ly (e .g .. Riehl, 
1 98 ). 
the above re Ie, implies. conunitment to strategic p lan implementat ion 
1 I11pro\' the chances of ucce ful ly  implement ing strategic plan . Several 
re earchers (e .g .. Gatenby, Rees, Trus , A lfes, & Soane. 20 1 5 ; Ridder, Bruns, & 
pier. �006) suggest that there is good prima fac ie reason to bel ieve that personnel 
C0llU11 itment to trategic plan implementat ion wi l l  also matter in the public sector, 
\\- here mid- level management, spec ifical ly. plays a vital ro le in the strategy 
implementation phase ( c ited in E lbanna et al . .  20 1 6, p. ] 022) .  
Based on the abo e discussion, I wish to test the fo l lowing hypothesis :  
H2: Per onnel commitment to strategic plan implementation affects positively the 
sllccess of strategic plan implementation. 
2 .5.3 Senior M a nagement  Support for Strategic Plan 
Senior management support is associated with semor management ' s  
al locat ion o f  fmancial and non-fmancial resources to  strategic plans. I t  can be 
defmed as the support that managers have when they get approval from their 
superiors to ensure that resources are al located effective ly (Noble & Mokwa, 1 999). 
Underneath the advancement of  the Gulf States. the o ld polit ical and social 
imperat ives remam to a great extent in p lace, as evidenced by the focal posit ion of  
the ru ler in  these soc iet ies ( Kamla & Roberts, 20 1 0) .  Old power structures are 
espec ial ly l ikely to stay in p lace, for example, the basic dec ision-making authority in 
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numerou organizat ion even nowada_ s re tricted to the senior leve l  ( E lbanna, 
20 1 0b). L ikewi e, a I -H uzem (20 1 1 )  c laim , this t ies in with the requirement for 
an Arab pioneer and leader who is general ly viewed as "The Strong and 
Tru tworthy" ,  one who is r i l ient. upright, flexible and fit to cany out decisions _ 
thu . \\ ho can lead other . 
Arab cu lture , as described by Hofstede (200 1 ), have high power d istance. 
For example, Egypt ian employees frequent ly have a tendency to concur with their 
l ine managers on organizat ional process matters ( E lbmma, Ali and Dayan, 20 1 1 ;  
Parne l l  & Hatem, 1 999) .  L ikewise, a number of researchers (e .g. Ali .  1 996; E lbanna, 
2008 :  ydeU, 1 996) have affirmed respect for eniority in  the Arab community in  
general and the U AE in part icular. However, some recent studies report that in 
advanced the UAE organizat ions, a new k ind of relat ionship grounded in mutual trust 
and respect is emerging between employees and employers (Sul iman and Al 
Kathairi. 20 1 3 ) .  which suggests that management methods or techniques such as 
empowerment are improving and taking root in the UAE organizat ions. 
As c laimed by Al i  ( 2005 ), a very highly regarded quality in Arabic culture is 
self- censorship. This deters individuals from revealing the wrongdoings of others, 
and when an individual d isparages another person's  performance, the group censors 
the speaker. This derives from a dread that one ' s  ineptitude wil l  be exposed. 
Criticism cannot be openly vo iced and overt squabbles are evaded or control led. 
There is a general reluctance to introduce thorough appraisals of individual 
performance, due to the strong desire in the loca l  culture to conceal any hint of 
fai lure or loss of face ( Bardot. 20 1 3 ) . 
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10reover. manager avo id penalizing worker . because it undermines the 
manager 
. 
covet d image o f  them lves as " upho lders of justic , merc . goodne s 
and k indne s I t .  They ould rather appl cultural norms or values. combined with 
ca ual methodologie . to deal with their workers. Workers in Muslim soc iet ies are in  
th i  way more open to uperior who bring a convinc ing. placatory. thoughtful and 
empathet ic approach to their problem ( Ali. 2005 . p. 1 1 5 ) .  Since genuine criticism 
ma ominousl bounce back in a UAE group. standard practice to deflect open 
c la he in the culture is to employ a neutral party to convey unwelcome input ( Idris, 
2007) .  
Elbanna (2008)  contends that there is evidence of posit ive results from a 
strategic plan on the occasions when top management has part ic ipated fully in its 
p lamling. An organizat ion must engage in intensive and accurate strategy 
tormulation. formal izat ion. and implementat ion procedures in order to realize its 
estab lished goals and object ives. Accurate strategic planning must be supported by 
senior management through funding; through providing guidel ines in formulat ing 
policies; through championing training and seminars in the strategy formulation 
process: and through securing special fund ing and other resources that fac i l itate the 
strategy implementat ion process ( Elbanna. 2008) .  
As suggested by  E lbanna (2008),  sel110r management support for strategic 
p lans is not only related to the formulation but also to the in1plementation aspect of 
strategic p lans. In other words, senior management support for the strategic p lan is  
required during both the formulat ion and implementat ion phases. The plans should 
be approved by top management ( Buckhout , Frey and Nemec, 1 999; Sumner 1 999). 
aligned with the business' s  strategic goals (Sunmer, 1 999), and receive the necessary 
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re ource to b implemented effect ivel . Furthermore, senior management upport 
[or the trategic plan i required to b isible and open, ind icat ing that it recognizes 
the plan /project as its priority ( Wee, 2000) .  
A noted by Brene et  a I .  (2008) ,  most organizations are considered to be 
ucc ful "" ith a 98% agreement that a proce s of strategy formulation that involves 
a large number of top Ie el employees has the key to its successfu l implementat ion. 
This finding has b en corroborated by many different writers· for example, Fahey 
and Randal l  ( 1 994)  state that employee invo lvement in the formu lat ion of strategy is 
a key to its succe s .  Brenes et al. (2008)  go on to say that invo lving many employees 
not only provides add itional contributory sources, but also accounts for up to 80% of 
the main ideas included in a fmal strategy document . The inc lusion of staff members 
in the strategy formulation process is important because it makes them realize that 
their views are being heard by the organizat ion ;  even if not al l  are incorporated, they 
are t i l l  part of the fmal  strategy ( Elbalma, Andrews and Pollanen, 20 1 6) .  
As noted by Maxwel l  et al .  ( 1 997), strategy implementation depends on 
seruor managers' obvious adherence and commitment to strategic p lans. Senior 
management has to be engaged. comm itted, and supportive to provide the required 
resources in the implementat ion phase (Hol land et aI., 1 999) .  Such engagement 
shou ld e nsure that the required number of people partic ipate in such tasks/init iat ives 
and are g iven enough t ime to complete the work fully ( Roberts & Barrar, 1 992) .  
Cater and Pucko ( 20 1 0) studied 1 72 Siovenian organizat ions and found that 
managers in implementing strategies usually depend on the planning and 
organizat ion of  act ivit ies, and here poor leadership is the biggest barrier to success. 
They note that even with a c lear and effect ive strategy, having appropriately ski l led 
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and motivat ing them are nece ar for thi process. The major obstacle 
for mo t organizat ion i that of weak leader hip. Lorange ( 1 998 ) argues that the 
E and higher I ve l management in a company must pay attention to the variou 
interface \ ithin the organizat ion. It is one o f  the greatest chal lenges in strategy 
implementat ion to guarantee the taff s buy-in and lead their abi l it ies and 
under tand ing to adopt ing the new strategy; b far the most important factor in do ing 
so i effi c t i  e leader hip. Beer and E isenstat (2000) also support this ftnding but 
approach the topic from another angle. They contend that when strong leadership is 
mi ing. many priorit ies wil l  be generated in the process of strategy implementat ion 
that wi l l  be in confl ict, with negat ive impact on the coordination between the 
employee . I t  wi l l  also persuade the employees that higher level management prefers 
to avoid conflict ing situat ions. 
The empirical study by Brenes et al . (2008 ) fmds that 9 1  % of successfu l 
organizat ions agree that the suppo11 and conunitment of  the CEO o f  the organizat ion 
is cruc ial for its abi l ity to successfu l ly calTY out plarmed business strategy. The 
corresponding figure for less successful organizat ions is only 80%. Accord ing to the 
successfu l  companies, the strong presence of  the CEO ensures that herlhis leadership 
and central role in execut ing an agreed strategy are in place to ensure the success of 
the implementation. The strong involvement of the CEO ensures that there is a 
general cooperat ion and support for the ent ire process at employee Ie e l  simply 
arising from their faith in the leader; they are ready to supp0l1 any cause that he 
supports. 
As suggested by the above defmit ion, senior management support for the 
strategic plan is the extent to which senior executives understand and are involved in 
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the organizat ion funct ion and act ivitie . Executive have to be interested in 
organizat ional act ivities and funct ions and encourage operational unit to collaborate 
v. ith al l  d partment . I ndividual systems mu t be considered as strategic re ources 
and their ind ividual capabi l it ies must be used (C lemons, 2009). I n  addit ion, 
manager or upenor cannot build coordinat ion mechanisms or incorporate strategic 
or h 11 -1 rm bu ine operat ing goal if the invo lved team has not a c learly defined 
re ponsibi l ity and accountabi l ity and that a key for ensuring a successful strategy 
implementat ion process. Without this, even the invo Ivement of the managers cannot 
help and it i vital to making strategy work ( Hrebiniak, 2008) .  
From an analysis o f  research on the impact of top management support on 
organizat ional performance, i t  is found that such support is a crit ical success factor in 
e tabl i  hing strategic plans, al igning these plans to organizat ional goals, and 
improving emplo ee conunitment and informat ion sharing through inter­
orgartizational systems, which together lead eventually to higher performance 
(Hartono, L i ,  a & Sim p  on .  20 1 0) .  
These findings suggest that a positive assoc iat ion between top management 
support and organizat ional performance is l ikely to ensue because such support 
fac i l itates the implementation process (Noble & Mokwa, 1 999). as I examine below 
in developing my third hypothesis ( H3) ,  which asserts that senior management 
support is essent ial for effective strategy implementat ion. 
2.5.3. 1 Sen ior Management Support and I m p lementation Success 
The long-diagnosed increase in the fai lure rate of strategy implementat ion 
(e .g . ,  chultz & Slevin, 1 975 )  and the demands of managers (Campbel l ,  Daft & 
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I Iul in. 1 98_)  together call for trategy implementation to be analyzed and re earched 
a a prior it} . One of the per pect ive used in tud ing implementat ion has been the 
upport for trategic plan among senior management . 
Previous r earch has proposed that managers' behavior, risk aversion. locus 
f contro l, and ducational background may in fluence their wi l l ingnes to provide 
guidan e and support for t rategic plans, thus modifying the effect iveness of strategy 
execution (Thomas. L itschert, & Ramaswamy, 1 99 1 ;  Walderseel and Sheather, 1 996). 
Re earch sugge t that, whatever the above and related determinants of senior 
management upport. such upport is crucial for the success of strategic plans. This is so 
because implementation is eventually carried out through managerial action taking 
( i111on, 1 982) .  Therefore, it i of prime importance to acknowledge the ro le of 
managers in strategy implementat ion .  
Schendel and Hofer ( 1 979) stress the need to develop l inks between strategic 
and operat ional management . Their study proposes some valuable princ iples for 
managers to appl so a to l ink strategic intent ion ett ing and action taking. This 
study suggests that senior managers can play a cruc ial role in  fac i l itat ing the 
implementation phase through their act ive part ic ipat ion. However, Nutt ' s  ( 1 987)  
study reveals that managers general ly fai l  to participate act ively at this point . 
I n  another study. utt ( 2007) researched 400 projects and found that 
intervent ion tactics and part ic ipat ion tactics raised the possib i l ity of success for 
strategic plans. This finding suggests that senior or top managers must become 
deep ly engaged and must act ively manage the implementation process in order to 
attain the strategic object ives. imi larly, H ickson ( 1 995 )  c laims that execution is 
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alv"a  ucce fu l  when manager take charge and create an en ironment where 
trat gic plans can be real ized, ju t ified. and understood fu ll 
Galagan ( 1 997 ) propo e that it is the job of enior-Ievel leadership to tai lor 
ever) a pect of the firm in order to support and real ize the intended trategy. 
ccord ing to him. enior-level leadership's in 0 1  ement in week- long management 
retreats, in conduct ing marketing research, and in pend ing a good deal of money on 
c n u lt ing  er Ice to de lop an effect ive strategy may increase its success. 
However, it i unfortunate that most of the formulated p lans do not get properly 
implemented becau e the are not wel l  de igned and suffer from poor execut ion. 
t i l l . some senior leaders ha e succeeded in strategy implementat ion. They are 
perceived as achievers; the ir dist inctive characteristic is the abi l ity to take action, not 
wait ing for c ircumstances to assai l them from a l l  sides. They are proact ive, never 
depending on others or on the ituation ( Hardy, 1 994) .  
enior- Ievel leaders of  an  organizat ion should formulate strategic dec isions 
and then enforce them on operat ional- level managers or non-management staff with 
less attention to funct ional- level perceptions (Nutt, 1 987) .  It is considered very 
important to achieve consensus and consistency across a l l  the management levels 
invo lved and non-management staff to whom information should pass, rather than 
imposing or ignoring important percept ions. information, and knowledge. 
U lt in1ate ly, the lack of  shared understanding and knowledge creates an obstac le to 
achieving a successful implementation strategy ( Dess, 1 987;  Noble, 1 999). 
In  the research by Schaap (2006), where one of the research quest ions was 
"How do t he behaviors of senior- level leaders, as perceived by themselves, 
contribute to the success or fai lure of strategy imp lementat ion?", it is proposed that 
82 
organizational ucce i highl dependent on the nature of the relat ionship between 
leader hip ( up rior ) and emplo ee ( subord inates). bearing in mind that effective 
lead r hip is important in u taining a successful firm. The research pro ides insight 
int the argument that lead rs need to create an emot ional relat ionship with their 
ubordinate . and that leadership' abi l ity to drive the emot ions of those l inked with 
the firm i cruc ial for organizat ional success ( Weymes. �003 ) .  I f  senior managers 
have managed to create uch a posit ive emot ional relat ionship with their employees, 
their subordinate perce ive it as support from the firm and reflect it in their behavior. 
The) are more respon ible in improving the ir output or achieving the organizat ional 
object ives effect ively. However. it has general ly been observed that leaders do not 
tend to pay emotional attention to their employees and avo id creat ing a relationship 
\\' ith them so as to keep a ustainably effect ive organizat ion (Schaap. 2006). 
Zaribaf and Bayrami (20 1 0) demonstrate that most large organizations face 
d iverse problem with the implementat ion of strategy. The l iterature on the topic 
supports the vie\", that t.ml ike the formulat ion of strategy. strategy implementation 
cannot be completed by top management alone ; it needs the cooperation of every 
member of the company and in many situat ions that of outside parties too ( Elbanna, 
Thanos and Co lak. 20 1 4 ) .  Formulating a strategy needs a top-down effort. but 
strategy implementation is usua l ly a top-down, bottom-up, and cross-endeavor effort. 
In this way, according to Lorange ( 1 998 ), human resources can be seen as the 
prime emphasis of strategy implementation; he maintains that people, not fmanc ial 
resources. are the main strategic considerat ion when implement ing strategy. 
Moreo er, Fulmer ( 1 990)  d iscerns that human resources management takes a key 
part in t he efficacious implementat ion of strategic p lans. It is ital that both 
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employee and department \\ ithin the companie hould be con inced and 
enthu ia t i  about the trategy that they are asked to implement . I nvo lving people 
and ett ing up a mot ivat ing reward system po iti ely in fluence the strategy 
implementation proce . 
trategy, it i ad ised, i better framed through the process of " bottom-up 
intrapreneur hip" than otherv ise. In this approach, management is meant to 
encourage an attitude o f  experimentat ion and foster the production of possible 
innovat i e ideas. Hence, M intzberg ( 1 987 )  and Hari ( 1 992) seem to agree that 
learning-ba ed strategies can be more effect ively developed in unstructured or 
emergent proce e ;  however. general guidance from top-level managers is st i l l  
essent ial . which highl ights the inlportance of senior management support for 
strategic plans. 
According to the [mdings from a survey by Robert Kaplan of the Harvard 
Bu iness School and Business I ntel l igence ( Rousseau & Rousseau. 1 999). more than 
-+0% of senior managers and 90% o f  employees reported having little understanding 
of their fIrm ' s  strategy. However. successful strategy implementat ion requires both 
logical decisions from management and proper, t imely act ions from employees at 
different leve ls  in the organizat ion. 
Schaap (2006) reveals a posit ive correlation between the success of a fIrm in 
implement ing its strategic [manc ial targets and the invo lvement of senior staff in the 
implementat ion process. which shows the need for senior managers to be effective 
leaders. The study suggests that having an effect ive senior- level leadership is an 
important factor in achieving the maximwn degree of invo lvement, which requires a 
great deal of  energy ( Kotter, 1 988) .  These arguments support the idea of early 
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re earcher that imo lvem nt ( along with al ignment :  Edwards. 2000) is one of the 
core lement of th implementat ion proce ( Hardy, 1 994) .  I ndeed. Hard suggests 
a po iti\ e relat ion hip between fi rms that experience succe sful implementat ion and 
enior lead rs who are 111 tivational and in pirat ional to their team and staff. 
imi lar finding and arguments can also be observed in other studies. For 
example, as recognized long ago b Whitney and Smith ( 1 983 ) .  gammg senior 
management upport i frequent I vital in strategy implementat ion. Robertson and 
Gatignon ( 1 986) al 0 posit that the reputation of a sponsoring execut ive is an 
imperat ive in enabling organizat ions to accept innovat ions. which e entual ly 
repre ent one form of  strategic plan implementat ion. A number of  authors also 
tre s the value o f  middle managers' be l ief  that senior- level personnel are do ing al l  
they can to expedite the implementat ion process (Johnson & Frohman, 1 989) .  
cho lars have also stud ied the impact of  hierarchical leadership in 
implementing strategies. O'Re i l ly, Caldwe lL  Chatman, Lapiz, Self. and Wi l l iam' s  
( 2 0  1 0) conclusively demonstrate that when management at all leve ls performs 
effectively in the process of strategy implementation, the organizat ion is successfu l  
overal l .  Examin ing how the implementat ion of compet it ive strategies affects 
business units '  performance, Menguc, Auh, and Shih ( 2007) state that a 
transfonnational leadership style has been found to be most effect ive and produces 
the most competit ive strategies, favoring innovat ion. di fferent iat ion, and appropriate 
pric ing of the product. I n  fact, the style o f  leadership adopted indicates what kind of  
strategies wi l l  be  formed and how they wi l l  be implemented. This i s  because the 
leadership style is d irect ly related to organizat ional structure ; it affects how the 
responsibi l it ies are de legated, how much autonomy and freedom the managers enjoy 
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tn term of dec i Ion making, and final ly ho\ the incent ives and reward ystem 
perate . 
General l , em r management ' s  support can be perceived through the 
al locat ion of ftnanc ial and non- financ ial resources. Through such resources as t ime, 
mon ) .  attention. and de otion to the strategic plan, senior managers can generate 
ffect ive interact ions bet\ een funct ional department (Dewsnap & Jobber. 2000) ,  
promote a "shared appr c iation of interdependencies" ( McCann & Galbraith, 1 98 1 ,  
p. 68) .  and in  pire a shared co l laborative cult ure and better inter-departmental 
cooperation ( We inrauch & Anderson. 1 982) .  which could a l l  posit ively affect the 
ucces of implementat ion. More d irect ly, the study by oble and Mokwa ( 1 999) 
ident ifie the variable cal led .. enior management support" and fmds that i t  has a 
significant in1pact on  implementat ion success. 
Based on the above d iscussions. I wish to test the fol lowing hypothesi 
H3: Senior management UppOl't for the strategic plan 1-l 'ill positively affect the 
Sllccess of trafegic plan implementation. 
2.504 I m p o rtance of the  Strategic Plan 
The importance of the strategic plan is defmed as the extent to which a 
strategy or a strategic plan is perceived to have possible consequences of significance 
to an organizat ion (Noble & Mokwa, 1 999). 
Strategic p lanning is important in organizat ions and inst itut ions because it 
offers the benefit of a c learly defmed purpose for the organizat ion. Strategic plans 
are viewed as an outcome of the process of negotiat ion and d iscussion between top 
management and functional areas (Noble & Mokwa, 1 999) .  Key members in o lved 
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in the trategic plan can then determine a mi ion con i tent with the organizat ional 
goal and V\ ithin the capac ity of its organizat ional r sources. Such objecti es and 
goal V\ ill develop a sen e of pa11ic ipation among emplo ees, thus increasing 
employee engagem nL trategic p lanning also ensures that resources are used 
effecti\' ly. Employees wi l l  find it easier to focus on key resources and priorit ies, 
communicat ion wi l l  be improved between management and team members, and thus 
employee wi l l  b able to work toward a common goal. This results in increased 
product ivity. effect iveness, and efficiency (Mostaghim, Mirghiyasi, Mirnabil i ,  and 
Zaman. 20 1 3 ) .  
ccord ing t o  Benicia (20 1 1 ) . a strategic plan defines measurable goals in 
terms of concrete object ives and wel l - st ipulated and defined t imelines. A good 
strategic plan shou ld be inc lusive of a l l  employees to ensure that they feel  part of the 
organizat ion. Moreover, a good strategic plan is important in defining the 
organizat ion 's  vis ion, mission. goals, and objectives, removing uncertainty in 
business operat ions, helping the organizat ion to emphasize employees' performance 
and appraisaL and defming the nature of the success that the organization intends to 
have. E mployees who ident ify with the organization's strategic plan have improved 
efficiency. morale, and general productivity. 
According to Grunig and Kulm (2005 ), strategic planning shou ld be carried 
out carefully to ensure that the goals and the strategies in place propel the 
organizat ion to success. An accurate strategy is important in maintain ing the 
organizat ion' s  compet itive advantage; it enables the organizat ion to form 
partnerships with other organizat ions easi ly;  and, fmally, it g ives a broader 
perspect ive to the management ' s  view of the organizat ion' s  goals and objectives. 
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ccord ing t Ward and Peppard (2002) ,  trategic p lanning is crucial in 
formulat ing an organizat i n' goal and object ives, mis ion. vision, and short -ternl 
and lo ng-t rm undertak ing . good strategic plan is essent ial for defining a clear, 
ea y. and afe path hereb the organizat ion can realize its set goals and objectives. 
n organizat ion with a c lear trategic plan is aware of the external and interna l 
enyironm nt . th  ri k factor . and its compet it ive ad antage. 
ccord ing to Lake (20 1 2) .  through proper plamling the organizat ion's  theme 
i c l  arl stipu lated. Managers are aware of the probable risk factors facing the 
organizat ion :  d iscretionary resources are wisely al located: and, fmal ly, planning 
erve as a strong too l for creat ing a channel of communicat ion with the 
organizat ion ' s  partners. 
According to Mul l in s  and Walker ( 20 1 3 ) , many orgarlizat ions lose track by 
schedul ing their act ivit ies with the notion that schedul ing is also p lanning. I f  they do, 
they COlmt on the \vrong details for orgarlizat iona l success. However. strategic plans 
have the capac ity to reduce the organizat ional structure to fme details which are 
easi ly understood and acted upon. A strategic p lan is important for ensuring to 
capture orgarlizat ional planning detai ls to be put into perspective. An organizat ion 
with no strategic p lan has no measurable goals or c lear direct ion. With a strategic 
p lan. an organizat ion is in a position to re-evaluate its progress quickly, to define 
ways to make change, and also to move forward. 
Having established the importance of strategic plans for organizat ions. I now 
turn to the ir relat ionship with implementat ion success in order to develop my fourth 
hypothesis ( H4) .  
2.SA. l t ra tegic Pla n I m po rtance and I m plementation ucce 
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c ording to oh n (2005 , a  trategic plan is an important driver for a 
busine in achi vmg ucce s. strategic plan is es ent ial for defming the details of 
financ ial plan . workforce plan . and production plans for the busine s (Cohen, 
_005) .  I t  i important in developing the bu iness ' s  ision. mission, object ive, and 
broader thinking. With a good trategic plan, an organizat ion' s  direct ion is c learly 
defined . strategic plan shows the next destination for the organizat ion. A good 
trategic plan is designed by means of in-depth SWOT (Strengths, Weaknesses. 
Opportuni t ie and Threats)  and PE TLE ( Polit ical, Economic, Social, Techno logical, 
Legal and E nvironmental)  analysis of the internal and external business factors. with 
the purpose of deve loping the best background for its operat ions. A strategic plan can 
provide a business with its hort-term and long-term goals (Cohen. 200 5 ) .  
The con  ent ional approach to strategic planning is  that the development and 
i nlplementation of strategic plans are sequent ial act ivit ies. A strategic plan is fIrst 
deliberate ly developed and then is set for inlplementat ion. Moreover, as noted by 
Boyne and Walker ( 2 0 1 0 ) ,  who advocates strategic planning in public-sector 
organizat ions. strategic p lan can be successfully inlplemented by formal methods 
(i.e .. as projects or business plans with  c lear tasks and ident ified targets), uch as 
action plans. with c learly defmed act ivit ies (c ited by E lbanna et al . .  20 1 6 ) .  
Several studies (e .g . ,  Hrebiniak & Joyce, 1 984;  Pinto & Prescott, 1 990) 
d iscuss the use and importance of act ion p lans, and observe that they can he lp 
implementers to translate strategic p lans into short, focused plans which are easier to 
manage and implement . tudies also suggest that having an open and easy-to-fol low 
p lanning and implementation process, such as that provided by act ion plans, could 
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help organizat ions to gain and learn more effectiv ly ( Hambrick & Cannella, 1 989: 
Mintzberg, 2000) and ensure the proper implementation of strategic p lans 
( Montgomery. 2008) .  
Given how important trategic plans ar  for an organizat ion, as  detailed 
above, it might b expected that manager wou ld adjust the ir beha ior to a certain 
plan and it implementation ( for example, to develop and/or follow up act ion plans) 
according to its level of importance. In fact ,  Ward and Peppard (2002) suggest that 
manager are o ften in a posit ion to improve their own performance vis-a-vis the 
trategic plan a wel l  a de oting more energy and t ime to the affairs of the 
organizat ion. A management team that fo llows a strategic plan is expected to be able 
to perform its dutie with precision and accuracy. In other words, the level of 
importance o f  a strategic plan may affect managers' judgment and their degree of  
commitment to  the implementat ion of  the part icular plan ( i .e .  to  fol lowing up action 
p lans). I f  a plan is perceived as part icularly important for improving organizat ional 
performance ( that is. if  the p lan can change the organizat ion to a proact ive rather 
than a react ive stance and reduce the risks) , the in1plementation of this part icular plan 
may be smoother or more uccessful .  
Strategic plan importance can be seen as the extent to which a plan wil l  have 
an impact on various aspects of the organizat ion ( Dayan, E lbanna, & Benedetto, 
20 1 2) .  G i  en that not all strategic p lans are equal ly important, managers may deal 
different ly with these p lans ( E lbanna & Chi ld, 2007a). Many authors fmd that the 
importance o f  strategic dec isions/plans. for example, is among the strongest 
explanat ions o f  their processes ( Papadakis, Thanos, & Barwise, 20 1 0) and hence 
outcomes (E lbanna, 20 1 0a). Although a l J  strategic plans are considered important 
due to their expected roles in organizat ions, environmental pressures, inadequate 
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re ource . and the perception of the relat ive importance of these plan wil l  vary from 
one organizat ion to another. There is l imited empirical re earch on the re lat ion hip 
between the importanc of trategic plans and the succe s of their implementat ion in 
the trategic management literature of both public and pri ate organizat ions. 
Ho\', v r, I argue that trat gic plans which are percei ed as highJ important are 
expected to have a ignificant impact on both organizat ions and soc iety, hence 
tending to raise the qual it of their implementat ion. Conversely, if a strategic plan is 
perceived a Ie impoliant according to the cost-benefit analysis. organizat iona l 
member may not be moti  ated to do their best in implement ing this p lan. 
Ba ed on the above discussion, I test the fo l lowing hypothesis: 
HI: The importance of a trategic plan affect po itil'ely the success of the strategic 
plan implementation. 
2 .5.5 Stra tegic Plan I m p lementat ion Success and Orga n izat ional  Performance 
2 .5.5. 1 I mplementat ion  S uccess 
The success of strategic plan implementation can be defmed as the extent to 
which an implementation effort is successful at the firm leve l .  It has usual ly been 
l inked to the degree or extent to which  the goals and object ives of the strategic plans 
are attained (Noble & Mokwa. 1 999) or to the accompl ishment of the spec ific result s 
expected from the strategic plans (A lexander, 1 985 ;  Harrison & Pel let ier. 2000; 
Mi l ler. 1 997) .  For example. A lexander ( 1 985 ,  p .  94) defines implementat ion success 
as " the extent to which the actual implementation: 1 )  achieved the expected goals of 
the strategic decision;  2 )  achieved the financial results that were expected; and 3 )  
was carried out within the various resources initially budgeted for i t . ·' Alexander' s  
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( 1 98 ) definit ion was ad pted and applied in ub equent studies ( Al-GhamdL 1 998 ;  
Kargar & B lumenthaL 1 994; Ta lak, 2004 ) .  
At pres nt pract it ioner and academics eem to  agree that in1plementation 
rna} be the mo t signi ficant pali of the strategic management process, though this 
\va overlooked for a long t ime ( Kaplan & oIion, 200 1 ;  Kazmi. 2008; Kruger, 
1 996).  Thomp on and trick land ( 200 1 )  note that the implementation phase is 
probably the mo t t ime-consuming and complex process in strategic management . As 
noted by Grundy ( 1 998 ), strategic p lan in1plementat ion should get from 1 0% to over 
5 00 0 of the attention paid to the overal l  process or procedures of strategic planning. 
ccord ing to Doori , Kel ly and Trainer (2004) ,  a successful strategy is a 
breathing and l iv ing document because it carries the vision, mission object ives, core 
value , and goals of an organizat ion. Because environmental changes occur 
frequent ly,  any strategy should be flexible enough to respond to changes in the 
external and internal en ironment of the organizat ion. The authors suggest that 
strategy implementation fai ls when the strategy (or strategic plans) is not aligned 
with the company ' s  irIit iat ives, the stakeholders do not irIteract with the employees 
invo lved, and the strategy is not aligned with the company' s  processes. They further 
suggest that for a successful  implementat ion, employees and stakeholders must 
embrace the formulated strategies, which can be achieved through educat ion and 
transparent cOllununicat ion. 
S imi lar ly, Ebert and Griffm (200 5 )  suggest that a successful strategy 
implementation should inc lude staff needs and spec ificat ions. These authors argue 
that the key to successful implementation is preparing employees for the changes 
brought about by new strategies, so that they can embrace the strategic plans. This 
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can b don . according to Ebert and Griffin (2005 ) ,  by includ ing the taff and the 
takeho lder in formulating and implem nt ing trategies and by good communication 
betw en all the takeholder . 
Ebert and Griffin (2005 ) further uggest that the organization must be fie ible 
nough to negl ct old pract ices ( and structures) and embrace new wa s of carrying 
out the ta k required by the new trategies. Running a new strategy under the 
guidance o f  outdated organizat ional pract ices or structures wil l  demol ish the success 
of the implementation. These authors suggest developing and using strategy 
performance measure ( i .e" measuring performance against a scorecard) to faci l itate 
implementation succe 
Various researchers draw attention to the importance of fit or alignment 
between a firm' s  strategy ( i .e .. its strategic plan) and its structure. I t  has been argued. 
for example. that the a l ignment of strategy with structure. culture. and organizat ional 
member ' ski l ls i neces ary for implementat ion success ( Aaltonen & Ikavalko. 2002; 
Freedman. 2003) .  S imi larly. Roth, Schweiger and Morrison ( 1 99 1 )  find that achieving 
fit bern;een strategy and structure results in the h igh performance of strategic business 
units. I n  this regard. Sabherwal and Chan (200 1 ) observe that the fit between the 
information system and the strategy affects performance. 
The importance of invo lvement by middle management (F loyd & 
Wooldridge, 1 992) .  the strategic planning characterist ics ( Vel iyath & Shortell .  1 993) ,  
and other functional areas such as account ing, information management. market ing 
aranjo-Gi l  & Hartmann 2006; S later & Olson. 2000) ,  and human resource 
management ( Rajagopalan & preitzer. 1 997)  - that is, their fit with the strategies or 
strategic plans - has also been highl ighted as an element of implementation success. 
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I I iggin ( 2005)  ugge t u Lng the " 8 
, . 
model to align strategy with various 
organizat ional para met r ,  which can be ummarized as: trategy and Purpose . 
tructure, 'stem and Pro e es. Leadership tyle, taft: re ources, hared Values. 
and trategic P rfOm1cll1Ce ( Katheeri, 20 1 6) .  This model is built on McKinse ' s  7 
fram \\ ork, which wa Elf t mtroduced by Peter , Waterman, and Jones ( 1 982). and is 
ba ed n the vi w that di fferent trategies require different kinds of structure. system, 
t) Ie. taffmg, resource , and hared values to make them work (Katheeri. 20 1 6). 
Okumu (2003 ) develops a comprehensi e framework for successful 
implementat ion. which di  ides the key factors affecting successful implementation into 
four categories: strategic content ( i .e . ,  the development of strategy) :  strategic contexts 
( i .e  .. the e)..1:emal conte;...1 .  such as environmental uncertainty, and the internal context. 
such as tructure, culture, and leadership); operat ional processes ( i .e . ,  resource 
al locat ion.. people. communication, etc. ) :  and outcome ( i .e. ,  the results of the 
implementation process) .  
I n  this study. I view implementation success as being affected by various factors 
representing some of these d imensions ( i .e . ,  the decentral izat ion of strategic plannmg, 
personnel commitment to strategic plan implementation.  senior management support 
for the strategic p lan. and the importance of  the strategic plan) and argue that it affects 
organizat ional performance. as examined below. 
Even though the implementation stage has been viewed as who lly cruc ial  
( more important than the quality of  the strategy itself; Kaplan & orton, 200 1 ), 
empirical studies ha e not commonly examined the relationship of this stage with 
organizat ional performance .  Authors or experts in the strategy field admit that there 
are few empirical studies connecting the process of strategy implementat ion to 
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overal l  organizat ional per£i rmance ( Andrew et aL 20 1 1 ) . imi larl) . Ideha yat 
and n hor (20 1 0) uggest that the re ults o f  the few strategic planning tud ie 
c nducted in the Arab Middle East ( Elbanna. 20 1 2) are not c lear enough about the 
relat ion hip betw n implementation and overal l  performance. Therefore, it is ital 
to inve t igate the contribut ion of strategy implementation to an organizat ion' 
p r[ormance, as I do be low. 
2.5.5.2 Organ izat ional  Perfo rmance 
Organizat ional performance is considered a complex and mult idimensional 
phenomenon in the strategic management field (Venkatraman & Ramanujam. 1 986) .  
Accord ing to Wheelen and Hunger ( 20 1 1 ), firm performance is the final result of a 
fum's  operat ions in a specified period .  Phi l l ips and Moutinho (2000, p. 3 7 )  describe 
performance theoret ical ly as " the accompl islunents or outcomes of an ent ity. " Khatri 
and g ( 2000. p. 68 )  define it as "the way an organizat ion performs v is-a-vis other 
simi lar organizat ion in its industry, not only on traditional fmancial indicators of 
performance. but on important non-financ ial indicators as wel l . "  E lbaIma and Abde l­
Maksoud (20 1 3 ) define organizat ional performance as the actual results or outputs of 
an organizat ion when measured against i ts goals, object i  es, and intended outputs. 
I n  this study, I view organizat ional performance in terms of how wel l  the 
organizat ion performed, compared to simi lar organizat ions in the industry. on 
various aspects of act ive organizat ional outcomes (e .g. ,  quality of services/products, 
satisfact ion o f  emp loyees, sat isfaction o f  customers, etc . ;  Pol lanen, Abdel -Maksoud, 
Elbanna, & Mahama, 20 1 6) ,  and argue that good performance can be achieved by 
high levels of implementat ion success, as examined below. 
2.5.5.3 I m plementat ion ucce and Organ izat ional  Performance 
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Re earch ugg ts that the performance of  a company can be improved by a 
we ll-d fined and e ecuted strategy, e pec ially when various units and groups work 
in the ame direct ion a that of the trategic plans. Roth et al .  ( 1 99 1 ). for example. 
argue that alignment bet een organizat ional design and organizational strategy leads 
to higher performance. imi larl . abh rwal and Chan (200 1 )  infer that performance 
impro ed b an appropriate match between the information system and the 
trategy. On the same l ines. Govindarajan ( 1 988 )  argues that a relat ionship or fit 
betw en trategy and other factor . such as the budget evaluation style. the structure, 
and th managers '  locus of controL results in better performance. The higher the quality 
ofthe fit. the higher the performance of  the organization, and vice versa. 
Other researchers have argued for a more direct relationship between 
succe sful  implementation and firm performance. Bonoma (1 984), for example, 
contends that marketing strategies result in greater revenues for an organizat ion when 
trategic plans are executed successful ly .  A flfm' s performance is affected by the 
process of strategy implementation as ment ioned by Thompson and Strickland (200 1 ,  
p. 1 7) ,  "the better conceived a company' s  strategy and the more competent ly it is 
executed. the more l ikely that the company wil l  be a standout performer in the market 
place. " 
This l ine o f  argument, suggesting the existence of a direct relat ionship 
between strategy implementation and flfm performance, is based on the argument 
that organizat ional performance does not depend on the quality o f  the strategy alone, 
but al 0 on the successful implementation of strategic p lans. More spec ifically, 
Govindarajan ( 1 988), Anthony and Govindarajan (2003), and Thompson and Strickland 
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(200 I ), among other . uege t that the perfonnance of  an organizat ion is affected not 
only b) the qual it of  it trategic choice . but a lso by how wel l  its strategic plan are 
executed . According to Th mp on and trick land (200 1 ), for example, significant 
impro\ ement in the performance of organizat ions is possible only with the careful 
implementation of strategic plans. 
ndrew et aJ. (20 1 1 )  and others (e .g . ,  Hrebiniak, 2005 ;  utt, 1 999) suggest 
that di regard ing strategy implementat ion leads to poor perfonnance, which, in turn, 
indir ct ly uggest that the effect iveness with which strategy is executed is posit i ely 
re lated to overa l l  performance (e .g . ,  S later, 01 on, & Hult , 2006; Wooldridge & 
F loyd, 1 990) .  Vel iyath and hortell ( 1 993) .  in their research on 406 hospitals in the 
U . discovered that hospitals which implement plans successfully are among the 
h ighest performers. S imi larly, Hatten, James & Meyer ' s  (2004) study found that 
organizat ional performance is l inked more c losely with strategy implementation than 
with t rategy itself  ( i .e .. that Miles and Snow's  ( 1 978)  strategy typo logies are valid) .  
Chaimankong and Pra ertsakul ( 20 1 2 ) fmd that such conc lusions reinforce the 
significance o f  strategy implementat ion in contributing to organizat ional 
performance. 
Ful lan ( 1 993 ), Goldsmith ( 1 994), and Bryson ( 2004), among others, also 
consider that good implementation can strengthen organizat ional performance. In a 
recent study, Goromonzi ( 20 1 6) invest igated the impact of  organizat ional culture and 
strategy implementat ion on the performance of commerc ial banks in Zimbabwe. His 
fmdings show that, for espec ial ly high-performing banks, strategy implementat ion is 
associated with a high posit ive impact on perfolTI1ance. Ibrahim, Su laiman, Kahtani 
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bu-Jarad ( 20 1 2 ) al 0 demon trate a considerable relation hip between strategy 
implementation and the performance of manufacturer in I ndonesia. 
noted earl ier. strategic plan formulation and implementat ion have been 
tudied and highlighted a important detemunants of organizat ional performance, 
and implementation ha been argued to be more important than the ( formulation of) 
trategy it e lf  (e .g . ,  Harri on & Pelletier, 2000; Hrebin iak, 2006; Robbins & Coulter. 
1 996: c lmeier et aL 1 99 1 ) . Yet formulation has received more attent ion than 
implementat ion. result ing in l it t le empirical support for the effect of successful 
t rategy execution on firm performance. as indicated by a meta-anal s is by 
H utz chenreuter and Kleindienst ( 2007), later reinforced by Andrews et al .  ( 20 1 1 ) . 
Thi i so de p ite the existence o f  various studies that focus solely on po licy 
implementat ion (e .g . ,  O'Too le, 2000; Pressman & Wildavsky, 1 984) or on the 
management of change ( Fernandez & Rainey, 2006; Pett igrew, Woodman, & 
Cameron. 200 L Stone, B igelow, & Crittenden. 1 999) .  
To fi l l  this gap, and based o n  the above d iscussions, which suggest that the 
key to organizat ional success is hidden in the abi l ity  of organizations to implement 
their strategic p lans ( Elbanna & Fadol, 20 1 6; L iedtka, 2000a, b; Wooldridge & 
F loyd, 1 990), I wish to test the fo llowing hypothesis: 
H5: The success of trategic plan implementahol1 positively af ects ol'gani:::ational 
peljormance. 
2.5.6 Contro l  Va riab les 
Environmental munificence (or its opposite, host i l ity) and organizat ional size 
were emp loyed in this study as control  variables because they have been found to 
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modif; the ef£ t i\ ne o f  deci ion making and trategic planning proce se ( e.g. , 
i l ler & ardinal. 1 994 ) .  
2.5.6. 1 En  ironmenta l  M u n ificence ( H osti l ity ) 
Th environment produce the contingenc ies, constraints. opportunit ies, and 
problem that have impact n the transact ions of a business ( Khandwal la, 1 977) .  
Thu . firms· abil ity to survive and grow is affected by the characterist ics of their 
environment . One en ironmental characterist ic that affects the strategic behaviors of 
firm is environmental host i l ity (or its opposite. munificence·  Castrogiovanni, 1 99 1 ) . 
Gol l  and Rasheed ( 2005 )  defme munificence as the abundance or scarc ity of 
the critical resources that are needed by a firm operating in a particular enviromnent . 
Others see munificence as the abi l ity  o f  the en ironment to support the cont inuous 
gro\-\th of the firm ( Aldrich. 1 979; Dess & Beard, 1 984) .  TIns is a reference to the 
re ource abundance in a firm ' s  po l it ical. soc ial, economic, infrastructural, and market 
re ource ( pecht. 1 99 3 ), or the capacity of the organizat ion to serve as a hub for its 
future growth and sustainabi l ity ( Wi l l iams & Cothrel, 2000) .  
Munificence measures the richness of a market for a firm ( i .e .  market 
demand, accessibi l ity  of products to the target market, and market size; Shane & 
Kolvereid. 1 995 )  or the avai labil ity of  vital features (e .g . ,  physical infrastructure, 
natural resources, and educational qual ity) and inst itut ions (e .g .. bureaucratic 
corruption, fiscal policy, the c ivic norms of cooperat ion, and the efficiency of the 
jud ic ial  system; Wan & Hoskisson, 2003 ) .  Research indicates that the nature of the 
en ironment is assoc iated posit ively with the range of organizat ional opt ions and 
strategies that are avai lable to firms. When firms have abundant resources, it is 
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relat ively a y for them to urvive since they are able to pursue their goal . However, 
\\ h n the re ource are cat·ce. and competition int nsifies (that is. when the 
em ironment i ho t i le) ,  a firm' s pro fitabi l ity i ad ersely affected . 
ho t i le environment is regarded as the product of changes in the external 
em ironment that an organizat ion perceives as unfa orable to its mis ion or 
production ( Edel tein. 1 992) .  nlike a munificent environment. where opportunit ies 
at'e abundant and financ ial and non-financ ial resources are avai lable to take 
advantage of these opportunit ie and achieve growth, a hosti le enviromnent is 
characterized by inadequate opportunities and intense unfavorable compet ition 
( Wi l l iams & Cothrel, 2000), which  makes competition a threat in the mat"ket ( hane 
& Kolvereid. 1 995 ;  abherwal & King, 1 995 :  Zahra. eubaum, & Huse. 1 997) or 
l imits growth opportunit ies through govermnental guidel ines and low margins/gains 
(Zahra et al . . 1 997;  Dean & harfman, 1 993 ) .  
L it t le empirical research has invest igated the influence of environmental 
host i l ity (munificence) on organizat ional strategy. llU1ovat ion, decision making, and 
structure; however, ear ly research obviously highl ighted its importance (Gol l  & 
Rasheed. 1 997 ;  Wan & Hoskisson. 2003 ). I t  was found by McArthur and Nystrom 
( 1 99 1 ) t hat t he environmental  hosti l ity/munificence level was a significant predictor 
of the re lat ionship between strategy and performance. In another study by Mi l ler and 
Friesen ( 1 983)  a significant positive relationship was found between the degree of  
analysis related to  the strategic decision-making process and environmental host i l ity. 
The reason may be that in a host ile environment. organizat ions are required to do 
more invest igat ion or analysis to understand cunent or imminent threats 
( Khandwalla. 1 973 ) .  
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E ,  de pite it ca ual bu ine s condition . i broadly viewed a being 
ahead of development in the region. The government of the U AE has effect ively 
encouraged firm by ffering empowering bu iness condit ions which foster fmanc ial 
d \ elopment . This has pul led in major internat ional organizations and added to the 
\\ id I; ac laimed tatu of the E as a orldwide source of ser ices and fmanc ial 
bene fit . The ha con tantly fortified its posit ion as a center point for private 
trade (E lbanna and Abdel -Maksoud, 20 1 3 ) .  
The above studies suggest that host i l ity (or muni ficence) is a vital theoret ical 
d imen ion becau e it influence the intangible and tangible behaviors of  
organizational members (Go l l  & Rasheed. 2005 ) .  Since the implementation of  
strategic plans requires certain fmancial and non-fmancial resources, i t  i s  logical to 
expect t hat a munificent environment fac i l itates successful implementat ion, and the 
converse. 
To make use of ke opportunit ies and consequently augment their benefits, 
organ izations require resources ( Brad ley et a\ . ,  20 1 1 a) . Most organizations need slack 
resources which they can use at wil l  to adjust to interior and external conditions, and also 
to start on any ital changes that sholl ld be made ( E lbanna, 20 1 2 ; Bourgeois , 1 98 1 ) . 
Adequate s lack enables organizations to adapt to env ironmenta l fluctuation ; it may be 
ita l in times of lasting environmental turbulence (D'Aveni, 1 994). Hence, slack can 
upgrade organizational performance ( Meyer, 1 982) .  As claimed by E lbanna (20 1 0), the 
resources which are needed to embrace new management approaches do not seem a 
significant barrier in the UAE's public or private sectors. 
E lbanna and Abdel-Maksoud ( 20 1 3 )  examine environmental uncertainty and 
comp lexity as moderat ing variables in the U AE context and find that neither of these 
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moderate the re lat ion hip bet\ een th ir indep ndent variable and both bu ines 
perforrnanc and organizat ional effect iven ss. Organizat ional environment was not 
found a a igni ficant moderator and hence their hypotheses were rejected . The 
ab ence of the moderat ing effect could be due to the national context of the study, 
i. . the AE .  Elbanna and Abdel-Maksoud ' s  findings ( 20 1 3 )  suggest that 
emoironmental uncertainty should be used in th present study as a contro l  variable. 
It i nece ary here to use this variable as a control variable to prevent it from 
having a confound ing effect on the results. 
2 .5.6.2 Orga n izat ional  Size 
The role of organizat ional size is generally considered vital in the context of 
strategic management, although the evidence for it is not strong enough to generalize 
from ( Papadakis et a l . .  1 998) .  Researchers have commonly claimed that 
organizat ional s ize can affect strategic dec ision-making processes and outcomes 
(e .g . ,  Child. 1 972 �  Fredrickson & I aquinto, 1 989; Lorange & Vanc i l, 1 977�  S imons, 
Pel led. & Smith, 1 999) .  
Organizat ional size was invest igated, for example. by Snyman and Drew 
(2003 ), who studied the l ink between the complexity of the strategic dec ision-making 
process and organizat ional performance. The [mdings show that in small 
organizations which fo l low a single strategic dec ision-making process, dec ision 
makers can instantaneously art iculate and implement strategy, while in bigger 
organizat ions. executives may need two or more strategic decision-management 
processes to formulate and execute strategy. 
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imi larl , Hart and Banbury ( 1 994) c laim that small firms can develop and 
execute trategi in tantaneou ly becau e o f  the mall number of top director and 
their direct intera tion ith dail busine s operations. Therefore, in such 
organizat ion ind i idual capabi l it ies are considered important for strategy making, 
ince mal l  organizat ion depend on many fewer individuals than do large ones. 
\\hich frequent l  e tabl ish more rational and formalized met hods of strategic 
planning. Furthermore, in mal l  organizat ions, communication and information flow 
more imply ince r sources are centralized and there are few layers or separate unit s 
(Brouther , Andreissen, & icolaes, 1 998 ) .  I n  addit ion, it is noted that changes in the 
ize o f  an organizat ion has a imi lar impact on the comprehensiveness of its strategic 
plans. The greater the organizat ion' s size, the more comprehensive the strategy­
making process; and the converse is also true ( Fredrickson & I aquinto, 1 989) .  
The above findings, which indicate that organizat ional Size affects the 
strategic planning process, should not be surprising, because as organizat ions grow 
(as the number of the organizat ion ' s  employees increases), the d istance between the 
top management team and the other organizat ional members increases and thus more 
management levels are created, rendering the strategy-making process more complex 
and less centralized (Chandler, 1 962; Pugh, H ickson, H in ings. Macdonald, Turner. & 
Lupton. 1 963 ) .  Therefore. it is necessary to use this organizat ional size as a control 
variable in the present study to prevent it from having a confounding effect on the 
results .  
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2 .6 u m m a ry 
I n  thi chapt r, I have pro ided an 0 erview of  the strategic management 
l it rature. review d r lated l iterature on trategy implementation processes. and 
developed the re earch h potheses, which are summarized below. 
H I :  Decentralizat ion of trategic planning affects posit ively the success of trategic 
p lan implementat ion. 
H 2 :  Per o lIDel conm1itment to strategic plan imp lementation affects posit i ely the 
ucces of trategic plan implementat ion. 
H 3 :  enior management support for the strategic plan affects posit ively the success 
of trategic plan in1plementat ion. 
H 4 :  The importance of the strategic p lan affects posit ively the success of strategic 
plan implementat ion. 
H5: The success of trategic plan implementation posit ively affects organizat ional 
performance. 
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Chapter 3 :  Methodology 
3. 1 I n troduction 
Thi chapter de cribe the c i  nt i fic approach that was taken in fulfil l ing the 
tud) ' objective , as di cu sed in Chapter 1 .  First. it pre ents the re earch 
philo oph underl ing thi tudy. Then. it out l ines the study' research approach to 
c ient ific reasoning. Third. it gi es a brief account of the research design ( i .e . .  
ample elect ion and unit o f  analys is ) .  Fourth, i t  de  cribes the research methods and 
re arch instruments u ed in data co llection. F i fth. it discusses the research variables 
and the ir measurement . ixth. it deals with the issue of the response rate. eventh. it 
briefly d iscu se the research anal sis techniques. before final ly go mg into the 
re earch ethics and the wa in which this study dealt with them. 
3.2 Research P h i lo o p hy 
The research phi lo ophy sums up the ontological and ep istemological 
assumpt ions made by the researcher. Ontology is a field of phi losophy concerned 
with the nature of reality : the k inds and structures of objects, propert ies, events, 
processes. and relat ions found in every area of reality ( F loridi. 2004) .  It is based on 
assumpt ions about ways to iew the world and whether the world is constant or 
changing according to the dynamics of  the soc ial system ( i .e . ,  whether the world 
consists mostly of social order or constant change; Bhattacherjee. 20 1 2) .  
Epistemology, for its part, i s  the field of philosophy concerned with analyzing 
the nature and scope of knowledge ( DeRose, 2009) .  It refers to our assumpt ions 
about the best way to study the world; that is, shou ld I take an object ive (positivist ic )  
or subjec t i  e (construct ive) approach to  studying soc ial real ity ( Bhattacherjee, 
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_0 1 2)? V hile a po iti i t ic approach argue that reality is objective and quant ifiable, 
and thu can be disco ered and general ized using systematical ly control led 
experiments ( Duboi & Gadde, 2002 ).  a con tructi e approach iews real ity as 
ocial ly const ructed by and b tween the people experiencing it within a paliicular 
context and t in1e where ariou act ions take place ( Kasanen, Lukha, & Si itonen, 
1 993 ) .  
The permutat ion o f  these two sets o f  assumptions of  onto log and 
epistemo logy produce four research paradigms: ( l )  rad ical structuralism, ( 2 )  radica l  
humani m, (3 )  interpret ivism, and ( 4) functional ism ( Bhattacherjee. 20 1 2 ) .  In  this 
tudy, the research parad igms of both interpretivism and funct ionalism were used. 
Funct ional ism was adopted because I bel ieve that the world or reality under scrut iny 
( i .e . ,  that of strategy implementation) can be studied mainly through the patterns of 
ordered event , beha iors, or dec isions (ontology) that reveal it . The studying itse lf  
( it s  epistemology) may take an  object ive or posit i ist ic approach with some 
" standard" tools, such as surveys, whose meanings or interpretat ion are independent 
of the person conduct ing the in est igat ion ( Bhattacherjee, 20 1 2) .  The interpretivist 
paradigm was adopted because I bel ieve that a subject ive or construct ive approach is 
also necessary for an understanding of the ordered events, behaviors, or decisions 
reveal ing the reality ( i. e . ,  of strategy implementation) .  I t  uses tools such as 
interviews, which a l low the researcher conduct ing the study to capture the 
interpretat ions of the managers invo l ed in strategy implementation. 
The above d iscussion puts the funct ional ism paradigm in the current study 
above interpret ivism. Moreover, a posit ivist approach is selected because it is 
assumed here that that "knowledge is real, object ive and out there in the world" and 
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that it can be ' ob erved, m asured and quant ified' " objectively ( ike , 2004 : c ited in 
Jack on, 20 1 3 , p. 50) .  Thi viewpoint of the inve t igator, beside the nature of the 
tudy and ubject und r invest igation, all entail a po it i i t approach. which conftrms 
that the re carcher can: ( 1 )  measure the components of the research empirically by 
II ing \\'e l l  e tabl ished robu t mea lire for each ariable under tudy : (2 )  pro ide a 
de cript ion of  the amp led stud in numerical terms and also test the relat ionships 
among the e lement of the study; and ( 3 )  reach a sufficient sample to draw 
igni ficant conc lusion and general ize results to a populat ion. 
3.3 Re earch Approach 
There are two broad approaches to reasoning in scient iftc research:  deductive 
and induct ive ( Gray, 20 1 4) .  The deductive approach, also called deduct ive reasoning 
or top-dov.'Il reasoning, begins with general observat ions or statements (cal led 
premises) and comes to a speciftc conc lusion through logical arguments based on 
theorie and research fmdings. I n  contrast , induct i  e reasoning begins with spec iftc 
observations or sensory experiences and uses them to develop a general conclusion 
or theory ( Wal l iman. 20 1 0 ) .  
This research used a deductive approach, developing spec ific hypotheses 
from previously establ ished theories, and tested these hypotheses by col lecting data 
with a q uest ionnaire which was d istributed to execut ive managers, senior analysts 
and strategic advisers, as detai led in Part 3 .4 .2 be low, in order to check whether the 
established theories were val id or needed to be modified for the study setting. 
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304 Re earch De jon 
The re earch de ign can be thought of the master plan of a re earch study, 
v. hich pec ifie the meth ds and procedures for collect ing and analyzing the 
information needed to fulfi l l  the research objecti es and answer the research 
question dam . Khan. Raeside. & Willte. 2007) .  I t  should address the fo l lowing 
thre i sue at lea t :  a amp l ing process, research methods, and the operat ional izat ion 
of variable (Bhattacherjee. 20 1 2 ) .  
The main re earch designs can be c lassified into four groups according to  ( 1 )  
the goal o f  the re earch ( i .e . .  posit i ist designs. \ hich are meant for theory test ing. 
unl ike interpretive designs. which are meant for theory bui ld ing: Bhattacherjee, 
20 L)� ( 2 )  the contro l  method ( i .e  .. experimental design, quasi-experimental design. 
and non-e perimental or ob ervat ional design, which is sometimes also called 
de cript ive or correlat ional design; ebeker et a1. . 20 1 5 ) ; ( 3 )  the sequence of events 
(e .g . .  prospective design and retrospective design); and (4 )  the sampl ing method 
(e .g . .  cross-sect ional t udy. case-control  study, cohort study. and c l inical tria l ;  
Adams et aL 2007). 
The present study uses a cross-sect ional approach because data was col lected 
at one point in t ime only. It is also a correlat ional study because measuring its 
independent variables invo lved no manipulat ion or change (Judd. Smith, & Kidder, 
1 99 1 )  and the purpose of the study was to examine the inlpact of a number of 
independent var iables on a dependent variable. 
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The next fe\ ub ecti n co er the fo l lowing i sues: the sampling lection. 
unit of  anal)' i . data collect ion process (or research methods), and the instrument 
dev lopment proce ( Bhattacherjee, 20 1 2) .  They are discussed in tum. 
304. 1 Target Popu lation and Sam ple election 
The target re earch population represented al l  the public organizat ions in the 
AE. Thi populat ion wa obtained from the official pOlial of the UAE Government 
( http://v.'W\.\T.govenmlent .ae) .  The portal a l lows the user to filter government 
organizat ion by Emirate, their type ( federal or loca l) ,  and their individual concerns 
(e .g . ,  to uri m health services, etc . ) .  Around 290 organizat ions, federal and local, 
were Ii ted in the pOlial, of which 2 1 9  agreed to part ic ipate in the study .  Since the 
portal does not ind icate the size of the organizat ions, the survey instrument inc luded 
a quest ion asking the re pondents to indicate by choosing a category representing the 
size of their organizat ion ( i .e . ,  fewer than 1 0  employees, 1 0-49 employees, 50-249 
employees, 250--+99 employees, 500-999 employees, and 1 000 or more employees). 
In addit ion. a quest ion was inc luded to verify the existence of a strategic plan; smal l  
organizat ions m ight not ha e a strategic plan, but i t  is considered the unit of analysis 
for the present study ( Wiesner & Mi l lett ,  20 1 2) .  
3.4.2 U n it of A n a lysis and I n fo rmants  
The u nit of  analysis refers to  the entity (e .g . ,  an  individual, a group, an 
organizat ion, or an object)  which is the target of the investigation ( Bhattacherjee. 
20 1 2 ) .  This study attempts to draw inferences about the factors affect ing the success 
of implement ing the strategic plan. Hence, the strategic plan was its chosen unit of 
analysis. 
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Data on thi unit of anal) i were col lected through a que t ionnaire de igned 
fc r execut ive manager : that is, the chairman. chief e 'ecut ive officer (CEO), general 
manag r (GM ), manager . enior anal t and strategic advisers. orne concerns 
ha\ e been raised ab ut the al idity of the data col lected from managers. on the basis 
that uch data re flect managerial percept ion and are not objective (Starbuck & 
Mezia , ] 996) .  However, pa t re earch e tabl ished that perceptual data can be 
re liable becau e they are correlated with object ive data ( Boyd, Dess, & Rasheed. 
1 993) .  Furthermore. the nature of the subject of this study requires the data to be 
perceptual and col lected from top managers. 
3.5 Resea rch M ethods 
Re earch methods refer to the spec ific requirements for col lect ing data ( i .e . .  
the data col lection methods and research instrument ) .  as described below. 
3.5. 1 Data Collect ion M ethods 
Broadly speaking, data can be quant itative or qual itat ive in character. The 
former bind the inquiry to the defmed variables and theory, ant ic ipate some 
" expected" relat ionships, and minimize the importance of interpretation unt il the data 
are analyzed ( Adams et a I . ,  2007) .  Their purpose is to maximize the object ivity, 
replicabi l ity, and general izabi l ity  of the fmdings ( Harwell ,  20 1 1 ) . The latter seek to 
unco er both expected and "unexpected" relat ionships, the meanings of which may 
differ accord ing to the researcher conduct ing the study ( Adams et a I . ,  2007) .  The 
purpose is to d iscover and understand the experiences. perspect ives, and thoughts of 
the part icipants ( Harwell ,  20 ] 1 ) . These two kinds of data c learly come from different 
sources. Whi le the cornn10n sources of quant itative data include experiments and 
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'un ey throuoh que t ionnaire or tructured interview , tho e of qualitative data 
inc lude ob en ation. inten i w , field"vork (pa11ic ipant ob ervat ion), focus groups. 
and \\ ritten record or docum nt of events or opinions (Creswel l ,  20 1 3 ) .  
The pre ent tudy col lected quant itat ive data through surveys employing 
tandardized quest ionnaire . ur e research al lows researchers to co l lect data 
rem tely about a populat ion that is too large to ob erve d irect ly ( Bhattacherjee, 
20 1 2) .  However, they are not without shortcomings. The two common shortcomings 
of urvey methods are their non-response bias and common method variance, both of 
\\ hich can affect a stud ' findings negat ively if not addressed properly. 
3.5. 1 . 1  E t imat ing Non- Respon e Bias 
on-response bias is a type of statist ical error introduced by the systemat ic 
exclusion of certain part ic ipants from the study ( Bhattacherjee, 20 1 2 ) ;  that is, an 
error that occurs if the col lected data come only from certain groups of part ic ipants 
whi le exc luding others. In this case, the fmdings of the study are not safely 
general izable to the total populat ion because some categories wi l l  be over- or under­
represented . 
The present stud used several strategies to address non-response bias and 
increase the response rate, such as using a short quest ionnaire ( it took up five pages); 
gaining endorsement of its importance from a senior manager; fo l lowing up non­
respondents; assuring respondents of confidentiality and privacy; and inc luding an 
incent ive ( making a donation to a charity organization), al l  of which were mentioned 
in the co er letter accompanying the survey instrument (the quest ionnaire) which the 
d irector of the UAEU DBA office had signed. 
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3.5. 1 .2 ommon M ethod Variance 
Common method vanance I S  the econd frequent concern with urvey 
re earch. It "refers to the amount of spurious co ariance shared between independent 
and dependent variables that are mea ured at the same po int in t ime, such as in a 
cra - ctional ur ey. u ing the arne instrument, such as a quest ionnaire. I n  such 
ca e . the phenomenon und r invest igat ion may not be adequately separated from 
mea urem nt art ifact . "  ( Bhattacherjee, 20 1 2 . p. 82) .  
tandard stat i t ical te ts are avai lable to  assess whether common method 
\ ariance poses a t hreat to the study 's  fmdings. I n  the present study, after the data 
col lection Harmon' ingle-factor test was used for this asses ment ( Podsakoff. 
1acKenzie. Lee. & Podsakoff. 2003 ,  see Chapter 4) .  
The conU110n method variance was also addressed during data col lect ion by 
fo llov,;ing several strategies based on E lbanna ( 20 1 5 ) .  I n  particular, ( 1 )  the 
respondents were assured of  their confident iality and anonymity;  (2 )  a number of 
reversed scale anchors were employed in the survey; ( 3 )  object ive data were used to 
measure organizat ional size · ( 4 )  the surveys were organized so that the independent 
variables were separated from the dependent variables, preventing respondents from 
making their own assumptions about possible cause-effect relat ionships: ( 5 )  orne 
quest ions that captured mediation or moderat ion effects were used, such that 
respondents could not have answered them speculative ly; and (6)  only quest ions that 
surveyed fresh strategic plans were used. 
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3.5.2 Re ea rch I n  t rumcnt  
di cu ed  b low, a tructured que t ionnaire as developed as the research 
in trument. which targeted e ecut i e managers, managers, senior analy t and 
trategi ad I S rs. 
3.5.2 . 1 Que t ionnaire Development 
To keep the que t ionnaire short and at  the same time comprehensive, i t  was 
de igned to focus on a spec ific and reasonable number of variables, which eventually 
made it po ible to restrict the length of the Arabic version of the quest ionnaire to 
fewer than five page . 
A l l  the measures used in the quest ionnaire were exist ing measures that were 
obtained from the relevant l iterature, as shown in Appendices 1 and 2 .  The total 
number of variables inc luded in the conceptual model was e ight, including the two 
contro l variables. I n  add it io n  to the variables used in the conceptual model, one 
sect ion of the questionnaire was designed to capture demographic data about 
respondents (gender. age, level of education, experience in current and previous 
organizat ions. position) and informat ion about the respond ing organ izat ions ( number 
of employees. establ ishment, Emirate, and percentage of Emir at i ) .  
A five-point L ikert scale was used to  guide the respondents. Some scales 
ranged from " St rongly Agree" to "Strongly Disagree'" others ranged from "To a 
Very Great Extent" to " ot at All" ( see Appendices 1 and 2 ) .  
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3.5.2.2 Que tionna ire Tran lation 
The mea urement were originall developed in E ngl ish. The were 
tran lated into Arabic becau e the targeted respondents were Arabic speakers. 
The que t ionnaire re iew process was de igned in three key steps. Fir t of alL 
the que t ion were tran lated by the researcher. whose experience in the strategy 
field and work in the publ ic sector had made her e ligible to do so . econd, the 
tran lation was checked by pre ent ing both the original material in Engl ish and the ir 
Arabic translations to 1 2  bi l ingual part ic ipants to compare both versions and suggest 
improvements. The 1 2  partic ipants inc luded three academic scho lars, four 
profes ionals working in trategy departments, two trategy consultants, two strategy 
analyst . and one DBA student who had execut ive experience. Translat ion 
improvements obtained from this process were incorporated into the final ( Arabic ) 
\'ersion of the quest ionnaire and reflected in  the Engl ish version to ensure that they 
were identical .  F inal ly. a bi l ingual scholar who is also an expert in the strategic 
management field examined both versions and offered several comments, which 
were considered. 
3.5.2.3 Pi lot Te t ing  
The quest ionnaire was subjected to  pilot test ing before being distributed to 
the sampled organizat ions in order to assess its readabi l ity, c larity, and usabil ity in 
the UAE context . There were 1 3  partic ipants invo lved in the p i lot study: four 
academic scho lars, four members of strategy departments, two strategy consultants, 
two strategy analysts. and one DBA student. Some valuable feedback was obtained 
and reflected in the fmal  version of the quest ionnaire, as summarized below. 
• 
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ome partic ipants recommended capturing add itional challenges in the trategy 
implem ntation chal lenge que t ion, uch as having 
1 .  An organizat ional tructure inappropriate to the strategic plan. 
Employ s in u ffic ient l capable of encompassing the strateg 
3 .  I nappropriat organizat ional culture. 
-L Members inactive in de e loping the organizat ion '  s trategic plan. 
S .  Low initiati e and poor knowledge and sk i l ls i n  project management . 
6. Poor t rategic re iewing and decision making during implementat ion. 
7 .  Poor sharing and communicat ion of strategic plans with stakeholders and 
VIce ver a. 
8 .  Overlapping of  mandates. ro les, and responsibi l ities between public 
organ izations. causing confusion in the p lalming process. 
• ome partic ipants indicated that the survey \ as too long ; therefore, some 
variables were removed. but no central ones. thus the research model was not 
affected. 
• ome part ic ipants pro ided the fol lowing observat ions on the survey format, 
which were incorporated into the fInal version:  
o A two-sided scale was confusing ( the [mal verSlon d id not use a 
"semant ic differential scale" ) .  
o Quest ion statements needed to  be answered consistent ly ( the question 
statements in the fInal version asked for either a "circ le" or a "tick" to be 
used) .  
o Some quest ions used a "quest ion" format. which was not compat ible with 
the " agree' and "disagree" response categories ( the quest ion statements 
• 
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in the [mal ver ion u ed a " tatemenC fom1at rather than a " que t ion" 
format ) .  
orne partic ipants indicated that some que t ion Iwordings were not c lear. 
I rnpro"\ rnents wer made in l ight of these uggest ion . 
3.S.2A Data Collection P roce 
re earch as istant was hired and trained to distribute the quest ionnaire as a 
hard cop . To give more formal ity and importance to this research study, each 
que t ionnaire had a cover letter ( see Append ices 1 and 2) signed by the head of the 
AE DBA o ffice. In add it io n, to increase the re ponse rate the co er letter 
informed the part icipants that a donation of AED 1 0  would be made for each 
completed quest ionnaire (Shepherd & Rudd, 20 1 4) .  
The start date for distributing the quest ionna ires to the sample was dec ided as 
May 20 1 5 . at the end of the strategic p laru1ing cyc le and the beginning of the strategy 
reporting cycle. This would bring the start of the data col lect ion to a suitable date, for 
the respondents would then be expected to have just finished their strategic p lanning 
cycle and thus be wel l  placed to provide fresh and recent informat ion. 
The quest ionnaires were d istributed personal ly  to 2 1 9  organizat ions by the 
research assistant using a drop-off and pick-up technique, which is successful in the 
UAE ( E lbanna, 20 1 2) .  I f  managers were unavai lable, the quest ionnaires were left 
with the managers' administrative assistants. Part ic ipants were g iven two weeks to 
complete the q uestionnaire. The research assistant was given a log quest ionnaire 
sheet to document and track the progress of the data col lect ion ( see Appendix 3 ) .  
After two weeks, non-respond ing organizat ions were fo l lowed up  by means of phone 
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a l l  , emai l . and ometimes per onal vi it . B the end of  January 20 1 6. the e 
errort had produced a total 0 f 1 25 comp leted questionnaire (a  re pon e rate of 
3.6 Operat iona lizat ion of V a riable 
Thi sect ion conc rn the operat ional izat ion of the dependent ariable, 
independent variables, and control  variables. Moreover, strategy implementat ion 
chal lenges and strategic planning tools were added for descript ive analysis purposes. 
Al l  the variable \ ere operationalized by existing measures. The measures and their 
ource are presented and explained in Table 3 . l .  
Table 3 - 1 :  Variables and Their Measurement Sources 
V a riab le Sou rce 
Decentral ization of Strategic 
Schaffer & Wil lauer. 2003 P lmming 
Per onnel Commitment to t rategic 
Kohtamaki et a1. 20 1 2  
P lan I mplementat ion 
Senior Management Support for 
Noble & Mokwa, 1 999 
trategic P lan 
I mportance of Strategic P lan oble & Mokwa, 1 999 
Success of Strategic P lan 
E lbanna et a I . ,  20 1 6  
I mplementat ion 
Organizat ional Performance Pol lanen et aI., 20 1 6  
trategic P lanning Too ls E lbanna, 2008 
Chal lenges of Strategy 
Alexander, 1 985 ;  AI-Ghamdi, 1 998; 
Aldehayyat & Anchor, 20 1 0; Elbanna, 20 1 3 ' 
I mplementat ion 
Pi lot testing of tms current study 
Environmental  Muni ficence 
Khandwal la, 1 977; Baum & Wally, 2003 ; 
Elbanna et aI . ,  20 1 4  
Organizational S ize Yasai-Ardekani & Haug, 1 997 
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The pre nt tud ident ifi d four independent variables of uccess in the 
implementation of the trategic plan ( i . e . ,  decentral izat ion of trategic planning. 
c nunitment of per onn I to implement ing the trategic plan. senior management 
upport for the trategic plan, and the importance of the strategic plan). which is 
pOl1rayed a the pred ictor of the dependent variable, organizat ional performance. 
The e variables are de cr ibed ne>..i .  
3.6. 1 Decentralization of Stra tegic Planning 
The decentral ization of  strategic p larming is defmed by Schneider (2003 ) as 
the proce of assigning and transferring dec i ion-making authority to lower levels in 
an organizat ional structure, gi ing central ent it ies a lesser role in dec ision-making 
d imensions. According to Schaffer and Wi l lauer ( 2003),  decision making in a 
decentral ized organizat ion is moved to lower branches. d ivisions, subsidiar ies, and 
departments. 
The decentral izat ion of strategic p lanning was measured by four items 
adapted from Schaffer and Wi l lauer ( 2003) ,  which asked respondents to indicate 
their level of agreement (on a scale of 1 = strongly disagree to 5 = strongly agree) 
with a series of statement about the extent to which knowledge and ideas are 
communicated and integrated in the strategic planning process. The spec ific items 
used to measure the decentralization of strategic p lanning are presented in Table 3 . 2. 
1 1 8 
Table 3 -2 :  Decentralizat ion of trategic P lanning 
1 = trongly d i  agree to 5 = trongl agree 
In our organ izat i  n, idea are com m un icated and integrated in the process of strategic plann ing 
I 
at a l l  l evel of the organ izational h ierarchy. 
Kno\\ ledge /Tom bu iness un it or functional departments is u ed and integrated in the process 
2 
of trategic planning at top management Ie e1 .  
3 I n  the process of trate ic plann ing, i nfonnation is shared across the organ ization . 
The bu ine w1 its or functional departments incorporate their know-how i nto the process of 
4 
strategic p lann ing. 
3.6.2 Person nel  Com m i t ment to Strategic Plan I mplementation 
The commitment of personnel to the strategic p lan's implementation is 
defined by Kohtamaki et al .  ( 20 1 2) as the steering effect of a defined strategy, the 
level of commitment of the personne l  to the implementation of organizat ional 
strategic dec is io ns, and the alignn1ent of the strategic dec isions and the strategic 
plan ' s  implementat ion. 
Personnel commitment wa measured by four items adopted from Kohtamaki 
et al . ( 20 1 2 ) :  the quest ions asked respondents to indicate their level of agreement (on 
a scale of  1 = strongly d isagree to 5 = strongly agree) with various statements about 
the organizational members' commitment to the implementation of strategic plans. 
The spec ific items used to measure personne l  commitment to strategic p lan 






Table 3 -3 :  Per onnel ommitment to trategic P lan I mplementation 
trongly disagree to 5 = strongl agree 
OUf trategic plan guides our da i l  decision making. 
Our emplo) e prioritize their ta k based on our strategic plan. 
Our per onnel are comm itted to implement ing our strategic plan. 
Our organ ization executes our trategic plan precisely. 
3.6.3 Senior M anagement  u p po rt for Strategic Plan 
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enior management support for the strategic plan is associated with resource 
a l locat ion . It i defmed a the support t hat managers have in gett ing approval from 
their uperior to ensure that resource al location is effect ive (Noble & Mokwa. 
1 999). 
emor management support was measured by five items. which asked 
respondents to indicate their level of agreement (on a scale of 1 = strongly disagree 
to 5 = strongly agree) with a series of  statements about management attent ion to the 
execution. process, and importance of the strategic plan. Four measurement items 
were adapted from oble and Mokwa ( 1 999) and one item was added by the 
researcher ( i .e . .  "I n general, senior management contributes a great deal to the 
process of strategic planning in our organizat ion") .  The spec i fic items used to 
measure senior management support for the strategic plan are presented in Table 3 . 4 .  






Table 3-4 :  enior Management upport for trategic P lan 
trongly di agree to 5 = strongly agree 
I t  i c l  ar that enior management wants this strategic plan to be successful.  
enior management place a great deal of ignificance on our strategic plan. 
Our trategic plan is trongly supported by enior management . 
enior management eems to care a great deal about our strategic p lan. 
I n  general, enior management contributes a great deal to the process of 
trategic planning in our organizat ion. 
3.6.4 I m po rt ance of Strategic P la n  
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The importance of the strategic plan is defined as the extent to which a 
t rategy i perceived to have potent ial consequences of significance to an 
organizat ion (Noble & Mokwa, 1 999) .  I t  was measured by four items adapted from 
oble and Mokwa ( 1 999) . Respondents were asked to indicate the ir level of 
agreement (on  a scale of  1 = strongly disagree to 5 = strongly agree) wi th a serie of 
statements about the importance and impact of the strategic plan in organizat ions. 
The speci fic items used to measure the importance of the strategic p lan are presented 
in Table 3 . 5 .  
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Table 3 - 5 :  Importance of trategic P lan 
1 =  trongl  d i  agree to 5 = trongly agree 
1 Our trategic p lan wi l l  influ nce our organization for years to come. 
2 Our trategic plan i extremel important . 
The ucce s of the trategic plan i e pected to significant ly affect the future 
3 
of our organizat ion.  
Our strategic p lan plays a major role in the overall mission of our 
4 
organizat ion. 
3.6.5 Succe s of  Strategic Plan I m plementat ion 
The success of the strategic p lan' s  implementation is employed as dependent 
on the previous four independent variables in addit ion to being a predictor of 
organizat ional performance. It is defined as the extent to which an implementation 
effort wil l be considered to be successful at the firm level .  Success is denoted by the 
degree or extent to which the goals and object ives are attained that result in the 
overal l  success of the strategic p lan' s  implementat ion (Noble & Mokwa. 1 999). 
The success of the strategic plan' s implementat ion was measured by four 
items adopted from E lbanna et al. (20 1 6) (on a scale of 1 = minimal  extent to 5 = 
great extent, 1 = very poorly to 5 = very well ,  1 = min imal ly important to 5 = very 
important, and 1 = ery d issat isfied to 5 = very satisfied) .  The items present a series 
of statements about t he effect iveness of the implementat ion of strategic plans. top 
management ' s consensus on their success, and the efforts made to achieve such 
results. The specific items used to measure the success of the strategic plan ' s
 
implementation are presented in Table 3 .6 .  
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TabJe 3-6 :  ucce of trategic Plan Implementation 
1 - minimal e. tent to 5 - great extent , 1 = ry poorly to 5 = very welL  1 = 
minimally important to 5 = very important, 1 = very dissat isfied to 5 = very sat isfied 
1 To v. hat e. tent did our organizat ion proper! implement it trategic plan? 
') I n  generaL ho wel l  has each implementation task been completed? 
3 
I n  generaL how important ha each implementation task been for this 
strategic plan? 
4 
I n  general ,  how ati fied are you with the implementation of this strategic 
p lan? 
3.6.6 Organ ization a l  Perfo rmance 
Organizat ional performance is emp loyed as dependent on the previous 
independent variable ( i . e . ,  success of the strategic plan's  implementat ion) .  It was 
mea ured by 1 1  items which were adopted from Pollanen et al .  (20 1 6) .  Respondents 
were asked to indicate the ir level of agreement (on a scale of 1 = very poor to 5 = 
very good) with various statements to rate the performance of the organizat ion, 
compared to simi lar organizations, accord ing to certain performance criteria. The 
spec ific items used to measure organizational performance are presented in Table 
3 .7 .  
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Table 3 -7 :  Organizational Performance 
1 = \- ery poor to 5 = ver good 
1 Effici nt u e of al located budget . 
2 Quant it of ervices or products provided. 
3 Qualit of services or product provided . 
-+ Customer at isfact ion. 
5 Operat ing efficiency. 
6 en'ice/product development or imlovat ion. 
7 Emp lo ee sat i fact ion. 
8 Employee capabi l it ies. 
9 Social responsibi l it ies. 
1 0  E nviromnental performance. 
1 1  Accountabi l ity  for results to external part ies. 
3.6.7 Strategic Plan n ing Tools 
Strategic planning tools refer to the analyt ical too ls that aid managers in 
developing strategic plans. The extent to which a strategic p lanning process is 
formal ized is evident when these tools are used by a fum ( Elbamla, 2008) .  
The use of  strateg ic p lanning tools was measured by seven items adapted 
from E lbanna (2008) .  Respondents were asked to indicate their level of agreement 
(on a scale of I = not at all to 5 = to a great extent, or a check box for "not famil iar 
with") with various statements about the most applied tools within the UAE ,  as in 
Table 3 . 8 .  
Table 3 -8 :  trategic Planning Tool 
1 n t at al l  to 5 to a great extent :  re pond nts could al 0 check "not famil iar 
\\ ith" 
1 WOT naly i 
2 Benchmarking 
3 takeholder nalysis 
4 Balanced corecard ( B  C )  
5 Gap Analysis 
6 PE TEL Analysis 
7 EFQM Excel lence Model 
3.6.8 Chal lenges of  Strategy I m plementation 
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Chal lenges o f  strategy implementat ion refer to the difficult ies that are often 
encountered during the implementation of a strategy (Alexander, 1 985) .  Such 
difficulties were captured by a total of  25 items, which use the same 1 5  chal lenges 
from Aldehayyat and Anchor ( 20 1 0) and Al-Ghamdi ( 1 998) .  These are considered to 
be both a replicat ion and an extension of Alexander' s  ( 1 985 )  study. 2 items were 
adopted from E lbanna (20 1 3 ) .  who shows that high scores reported for "top 
management effect ively act to make strategic plans work." "top management can 
transform the organizat ional culture to create an aligned and wel l -matched culture 
with the strategic plan,' and "the assessment of top management is bui lt on the 
effect i  e execution of the strategic plan". His results represent the significance of to
p 
management during the implementat ion of strategies. In addit ion, ''the in
cent ives 
g iven to emp loyees and managers reflect their success in achie ing
 strategic 
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obje t ive 
,. 
cored 3 . 3 .  Thu . it eem advisable to investigate and add the e 2 items 
to the tud 's Ii t of chal lenges. 
Mol' over, 8 n w item ba ed on the p i lot stud findings were de eloped and 
added to th tUdy. The part icipants in my pi lot tudy. as mentioned in ection 
3 . 5 .2 . "' ,  found it is appl icable and critical to capture these chal lenges which were 
mi ing from the Ii t that the received . Respondents were asked to indicate their 
leve l of agreement (on a scale of 1 = no problem at all to 5 = a severe problem) with 
various statements about conU110n problems that could incur during the strategy 
imp lementat ion. as in Table 3 .9. 
Table 3-9: Chal lenges of Strategy Implementat ion) 
I = no problem at a l l  to 5 = se ere problem 
1 Leadership and d irect ions provided by managers were inadequate. 
2 Support of the top management g iven to the strategic plan was inadequate. 
3 I nsufficient capabi l it ie of  the strategy employees. 
4 Poor init iative and project management knowledge and skil ls .  
5 Poor strategic review and dec is ion  mak ing during implementat ion. 
6 Key implementation tasks and act ivities were not sufficient ly defined. 
7 
Key p lanners of the strategic p lan d id not p lay an act ive role in its 
implementation. 
8 I neffective coordinat ion of implementation act ivities. 
9 
Responsib i l it ies of  employees in the in1plementation process of the strategic 
plan were not c learly defmed. 
1 0  I nsufficient capabi l it ies of the i nvo lved employees. 
Our strategic objectives/goals were not sufficient ly wel l  understood by 
1 1  
employees. 
, 
E ight cha l lenges were developed by the author ( from the l iterature review and pi lot study; see 
Sect ion 3 . 5 .2 . 3 ), two chal lenges \ ere employed from Elbanna (20 1 3 ), an� the same 1 5  chal lenges 
were used from A ldehayyat and Anchor (20 I 0) and AI-Ghamdi ( 1 998), wh Ich are both consIdere
d to 
be repl ication and extension of Alexander's ( 1 985)  study. 
Table 3-9 :  hal lenge of  trategy Implementation ( . . .  Cont) 
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) = no problem at all to 5 = evere problem 
1 2  I nappropriat organizat ional culture . 
1 3  
Problems requiring lop management invo l ement were not conununicated 
early enough. 
1 4  
I nact ive role o f  organizat ion' s  members in the de elopment of our strategic 
plan. 
P or haring and communication of strategic plans with stakeholders and 
1 5  
vice ver a. 
1 6  Major problem surfaced which had not been ident ifIed earlier. 
1 7  
Overlapping of mandates. ro les, and responsibi l it ies between publ ic 
organizat ions caused confusion in the plannin g  process. 
1 8  Absence of trateg -incent ives l inkage. 
1 9  Our organizat ional structure is inappropriate to our strategic plan. 
20 Training and instruction g iven to lower-level employees were inadequate. 
Informat ion systems used to monitor implementation act ivit ies were 
2 1  
insufficient. 
Uncontro l lable factors in the external environmental had a negative impact 
22 
on implementat ion. 
23 I mplementation required more t ime than was planned . 




Compet ing/other activities distracted attention away from strategic p lan 
implementation. 
3.6.9 Control  V a riables 
Two control variables were employed to contro l  for their possible 
confounding impacts on the re lat ionships posited for test ing. These variables are ( 1 )  
the munificence of  the organ izat ion's external enviromnent, which is, along with the 
internal environment. the source of cont ingenc ies, constraints. opportl.mities, and 
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problem that ha e impact on a busine s ' s  tran act ions ( Khandwal la, 1 977),  and (2 )  
the rgan ization' ize. Environmental munific nce is con idered a ital theoret ical 
d imen ion be au e the intangible and tang ible beha ior of organizational member 
are influenced by it (Go l l  & Rasheed. 2005 ) .  It is def1 l1ed by Gol l  and Rasheed 
(2005 ) a the abundance or carcity of critical resources that a firm needs. 
Environmental munificence was mea ured by four items adapted from 
Khandwalla ( 1 977) .  Baum & Wall ( 2003 ) ,  and E lbanna et al . (20 1 4 ) .  Respondents 
were a ked to tate how far the statements applied to the current cond it ion of the 
eX1ernal environnlent (e .g . .  government dec isions or regulat ions. economic 
condit ions. etc . )  in which the organizat ion operate (on a scale of 1 = not at all to 5 = 
to a great extent ) .  The spec ific items used to measure environmental munificence are 
presented in Table 3 . 1 0 . 
Table 3 - 1 0 : En iromnental Munificence 
1 = not at all to 5 = to a great extent 
1 Very safe :  l i t t le t hreat to survival of  the organizat ion. 
2 Rich in development and inlprovement 0ppoliunities; not at all stressful .  
An environment that your organizat ion can control and manipulate to i ts own 
3 
advantage ( e .g . ,  minor threats and few hindrances). 
4 Our organizat ion enjoys freedom of action and init iat ive. 
Organizat ional s ize was also used as a contro l  variable. It was measured as 
the number of employees ( Yasai-Ardekani & Haug, 1 997) .  This measure was 
included in the "addit io nal  information" section of the quest ionnaire, where some 
demographic data were asked for about the respondents (e .g . , partic ipants' age 
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gender. educat ion, experience, and position) and the respond ing organizat ion (e .g . .  
type o f  organizat ion, ar o f  establ i  hment, Emirate where the organization operate . 
percentage of Emirat i employees in the organizat ion.  existence of strategic plan in 
the organizat ion) .  The e demographic data v ere used to conduct descript i e analysis 
n th sampled organizat ions ( ee Chapter 4) .  
3 .7  Re pODse Rate 
The data collect ion efforts  generated a total of 1 25 completed quest ionnaires 
from 2 1 9  organizat ions. This represents a response rate of 57 .08% (1 25 / 2 1 9  = 
5 7.08°'0) .  This re pon e rate is reasonably c lose to that in related research in the 
region ( 1 - haikh, 200 1 :  E lbanna, 2009; Fadol, Barhem, & E lbam1a, 20 1 5 ) .  
3 . 8  Research Eth ics 
An ethical procedure is an essent ial element in research; for one thing, it 
ensures the confident iality of information and cooperat ion from part ic ipants. This 
helps to establish a relat ionship of trust between part ic ipants and researcher, For this 
study, a letter from the UAEU wa sent with the quest ionnaires to the part ic ipants: it 
explained the purpose of the research and assured the part ic ipants that their responses 
would remain stric t ly confidential and anonymous. The cover letter also assured 
respondents that the col lected data, inc luding their  personal data, would remain the 
property of  the UAEU and the researcher, and would not be used for any purpose 
other than this study. To further address ethical issues, the research assistant, who 
helped to d istribute and co l lect the quest ionnaires, was a trusted research assistant 
fro m the UAEU,  who had previously been invo lved in simi lar research projects. 
3.9 The P roce of Data Ana ly i 
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The flo\-" chart in Figur 3 . 1  summanze the re earch analysis proce es. 
v" hich wi l l  b fo l Io ed in the next chapter. The questionnaire scale was developed in 
a number of steps. a described abo e. number of procedures were fo l lowed to 
prepare the data for d scriptive analysis and h pothesi test ing. inc luding handling 
the mi ing data. Then. the rel iabi lity and al idity of the data set were tested through 
item-to-total correlat ions, Cronbach's  alpha coeffic ients, and exploratory factor 
analy es ( E F  As) . After this step, the data were analyzed to assess the sampled 
organizat ions and respondents in terms of certain addit ional information col lected in 
the quest ionnaire (e .g  .. organizat ion' s  age and Emirate, respondents' age and gender, 
etc . )  and to conduct hypothesis test ing through path anal sis, a spec ial case of 
structural equat ion mode l ing (SEM) .  
Primary Data from Questionnaire 
Data Preparation and PUrUJCation Process 
�fusing Data 
Reliability and Yalidity Testing 
I Descriptive Analysis of Data 
Analysis of Data 
v 
Path Analysis (Structural 
Descriptive Analysis 
Equation :Modelling) ""--1 -----'1 "--------' 
F igure 3 - 1 :  Data Analysis Process 
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3. 1 0  hapter S u m m a ry 
Thi chapter ha co ered mne mam categories. I t  described the research 
philo ophy . research approach. re earch de ign. research methods, operat ional ization 
of yariable . respon e rate. re earch ethics, and data anal)' is proce s. As explained 
ab ve, all the cale items ere extracted from the l iterature with some minor 
enhancem nts ba ed on the fmding at the p i lot stage. The total number of public 
organizat ions that agreed to pal1 ic ipate in the current study was 1 25 .  This study 
inc luded ix yariabl s, two control variables, and descript i e analysis of the strategy 
implementat ion chal lenges and the strategic plamling tools. The research instrument 
wa r tricted to fi e pages to encourage respondents to complete the quest ionnaire, 
which 1 25 out of 2 1 9  public organizat ions did between May 20 1 5  and the end of 
January 20 1 6. represent ing a response rate of 57 .08%. 
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C h a pt e r  4 :  De  c ri ptive tat i  t ic  a n d  Rel ia b i l ity A na ly i 
.t. 1 I n troduction 
Thi chapter detai l the proces of data preparat ion and pur ificat ion that is 
fo l lowed in the cunent tUdy. First .  the preparation and entry of the data into the 
tati t ical Package for the ocial c iences ( SPS ) program are explained . econd. as 
part of the purification proce s of the measuring instruments, reliabi l i ty and validity 
a' e ments are presented . Final ly, the results of the descript ive analysis of the data 
are r ported to provide ome qual itat i e insights for describing and d iscussing the 
data obtained. in terms of their value and contribution to the aims of the research. I t  
hou ld be noted that this chapter i s  concerned only with present ing and analyzing the 
co l lected data . 
.t.2 Data P repa ration 
As d iscus ed in the previous chapter. all the quest ions were carefully worded 
and revised se eral t imes to ensure the c larity of the phrasing and obtain the 
maximum possible response rate. Each group of quest ions was preceded by a 
prel iminary statement explaining what was required, and the meaning of each scale 
point that could be used in answering them. To increase the response rate. a series of 
fo llow-up telephone cal ls and emai ls was conducted. Respondents were also al lowed 
to remain anonymous, a lthough they were invited to inc lude an emai l  address if they 
wanted to receive a copy of the execut ive report of the re search. The data col lected 
from the q uest ionnaire were col lated and then summarized. It is worth ment ioning 
that all the part ic ipat ing organizat ions ( i.e. 1 25 )  confirmed having a strategic p lan, 
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considered the unit of  analy i in the pres nt tudy ( ee Chapter 3 ) .  Therefore, all of 
the 1 25 re pon e \'vere used and reflected in the P 
ccording to achmia and aclunias ( 1 996), after col lect ing and co Uat ing 
data, re earcher mu t tak e eral steps befor anal zing them in order to obtain 
meaningful re ults from the anal sis stage. This ect ion discusses these steps in 
detai l .  It al 0 reports the re ults of a number of descript ive analyses that were 
e, ecuted to examine the pro files of the respondents and the distribut ion of the 
re ponses on the que tionnaire items. 
The fir t tep in preparing the data for analysis was to c lean and code them 
before entering them into the SPSS program. F irst , the raw data from the 
questionnaire were examined for elTors and omissions, and to cert ify that the 
relevant data quality standards had been met . Second, study constructs were coded 
into formats for SPSS, version 22,  which was used in the data analysis. Each variable 
was given a unique label .  This step helped in sett ing up the computer software to 
analyze the data. ext , SP S as used to enter the data manually into the computer 
before they were analyzed. 
After the entry and recording processes had been completed, all the responses 
were checked for missing values. Then, the measures were purified by assessing their 
rel iabi lity and val idity. There are a number of reasons for analyzing the val idity and 
reliabi l ity  of the measurement scales. F irst a reliable and val id measuring instrument 
enhances the methodological rigor of the research. Second, it makes possible a 
cooperat ive research effort and supports the triangulat ion of  the results. Third, it 
provides a more meaningful  explanation of  the phenomena that are being 
investigated ( Hair, B lack, Babin, Ralph, & Ronald, 2006). 
he detail and out orne o [ the abO\'e proce e are reported below . 
... . 3 H a ndl ing the  M i  in a- Data 
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Before tali ing the data analysi , it is worth mentioning that some data were 
m] ing. Thi sect ion cover the most common popular methods of tackl ing missing 
data and the method that wa chosen for u e in this study. General ly, two tradit iona l 
technique for dealing with mi sing data are mentioned in the l iterature : case de let ion 
and imputat ion. Case deletion e l iminates the quest iOlmaires with missing data and 
analyze the remainder. This method, however, despite being the most common. has 
two l imitat ions : ( 1 )  it significantly reduces the number of cases avai lable for 
anal is; and ( 2 )  the data may not be randomly missing, reduc ing the effectiveness of 
th i  method.  Due to these l imitat ions. this method may bias the distr ibution of data 
and, in tum. the statist ical analy is ( Br iggs, C lark, Wo lstenholme, & Clarke, 2003 ) .  
The imputation method, the other technique dealing with mlssmg data, 
replaces each missing value by a reasonable guess at what this value might be, and 
then carr ies out the analysis as if no values were missing. I n  this method, the 
calculated means of the non-mi sing values are used to in1pute the missing values. 
In this study, the imputation method was chosen (Al l ison, 2002 ;  Briggs et al . .  
2003 ) .  Thus. t he missing data for a given feature are replaced by the means of a l l  the 
known values o f  this feature in the appropriate c lass. The table provided in appendix 
5 summarizes the numbers of missing data. An inspect ion of appendix 5 and the 
order of questions in t he quest ionnaire indicates that the questions with missing data 
are four questions in the quest ionnaire that are located at the end. This may be due to 
the length of the quest ionnaire, although efforts  were made to minimize the effect of 
this problem. 
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.tA Rel iabi l i ty Ana ly i 
[ n  thi tudy, the re liabi l it of  the mea ures wa establi hed using the item-to­
total correlat ion . The purpose of an item-to-total cOlTelat ion measure is to determine 
the relat ion hip of a part icular item to the rest of the items in the arne dimen ion. 
and thu ident if) those item to be removed from further analysis. I f  the individual 
item of a pal1 icular con truct had a low correlat ion with their construct, they can be 
removed mues they repre ent an addit ional domain of interest . This method is 
be lie\ ed to be the most common procedure used by researchers in guaranteeing the 
reliabi l it of  a mult i - item cale ( May, 1 997) .  The process helps to ensure that the 
item making up this d imension have a common core ( May, 1 997) .  I n  this 
purification process, items which ha e an item-to-total correlat ion score of 0 .30 and 
above are considered to be highly rel iable and may be retained for fmiher analysis 
( Cooper & Emory, 1 995 ;  Field, 20 1 3 ) .  
I n  addit ion. rel iabi l ity is also est imated on the basis of the average conelat ion 
among items \vith in a d imension, which is concerned with "internal consistency" 
unna 11 y, 1 978) .  The measure of rel iabi l ity according to tIlls internal consistency is 
called the coefficient alpha or Cronbach ' s  alpha. This technique has proved to offer a 
good estimate of re l iabi l ity  in most research situations. unnal ly ( 1 978 )  suggests that 
a rel iabil ity o f  0 .60 would be sufficient .  These two techniques of rel iabi l ity 
estimation are bel ie ed to be very popular in the field of social sc ience research 
(F ie ld. 20 1 3 ; Price & Mul ler. 1 986) .  The process uses the SPSS package. 
The item-to-total correlations and Cronbach' s alpha est imations were carried 
out for al l  the measures in the questionnaire :  decentral ization of strategic planning, 
personnel comm itment to implementation of the strategic plan senior management 
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upport fI r the trategic plan. importance of the trategic plan, en ironmental 
munificence, ucce of the implementation of the strategic plan. and organ izational 
per[ormanc . 
Table 4. 1 how the item-to-total cOlTelat ions and reliabi l ity coefficients for 
a l l  tudy con tructs. I I  item were found to have a high item-to-total correlat ion, 
abov the acc ptable Ie el of 0 . 30 .  s shown in  the last column of  Table 4 . 1 ,  the 
rel iabi l ity coefficient i .e . ,  Cronbach ' s  alpha coefficient) ranged from 0 . 84 to 0.93, 
igni ficant l) higher than the acceptable level of  0 .60 (Nunnal ly, 1 978) .  These results 
confirm that the cales used were rel iable. 
Table 4- 1 :  Reliabi lity nal) for the Re earch ariables 
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I tem-to-
Cron bach' s I tem Total 
Correlation 
Alpha 
Decentra lizat ion of Stra tegic Plan ning 0.87 
I n  our organizat ion. ideas are communicated and 
integrated in the proce of  trategic planning at a l l  0 .65 
levels of the organizat ional hierarchy. 
Kno\', ledge from bu ines unit or functional 
departments i u ed and integrated in the process of  0 .74 
strategic planning at top management leve l .  
In  the proc ss of strategic planning, information I S  
shared across the organizat ion. 0 .76 
The bu ines units or functional  departments incorporate 
their kno\\'-how into the process of strategic planning. 0 .73  
Per  onne)  Com m itment  to Stra tegic Plan 
0.88 I m p lementat io n  
Our strategic plan guides our daily dec ision mak ing .  0 .70 
Our employees priorit ize their tasks on the basis of our 
0 . 8 1  
strategic plan. 
Our personnel are comm itted to implement ing our 
0 . 74 
strategic plan. 
Our organizat ion executes our strategic p lan prec isely. 0 . 7 1  
Sen ior M an agement  S u pport for Strategy 0.93 
I t  is c lear that senior management wants this strategic 
0 .69 
plan to be successhl J .  
Senior management p laces a great deal of significance 
0 .87  
on our strategic p lan. 
Our strategic p lan 1S  strongly supported by semor 0 .89 
management . 
Senior management seems to care a great deal about our 0 .89 
strategic plan. 
In generaL senior management contributes a great deal 0 . 8 1  
to the process o f  strategic planning i n  our organization. 
I mportance of  Strategic Plan 0.90 
Our strategic p lan wi l l  influence our organizat ion for 0 . 77 
years to come. 
Our strategic plan is extremely important . 0 .76 
The success of the strategic plan IS expected to 0 . 84 
significant ly affect the future of our organizat ion. 
Our strategic p lan p lays a major role in t he 0 eral l  
0 . 79 mission of our organizat ion. 
Table 4- 1 :  Re liabi lity nal sis for the Re arch ariables ( . . .  Cont) 
I tem 
ucce of Stra tegic P lan  I m plementation 
To v. hat extent did your 
implement its strategic plan? 
organizat ion properl 
I n  general. how e l l  ha each implementation task been 
completed? 
In general. how important has each implementation task 
been for thjs strategic plan? 
I n  generaL ho\ sat isfied are you with the 
implementation of this strategic plan? 
Organ iza tional  Perfo rm ance 
Efficient u e of a l located budget . 
Quant it of en'ices or products provided. 
Quality of  services or products provided. 
Cu tomer at isfact ion .  
Operat ing efficiency.  
Service/product development or umo ation. 
Employee sat isfact ion.  
Emp loyee capabi l it ies. 
Socia l  responsib i l it ies. 
Environmental performance. 
Accountabil ity for results to external part ies. 
Environ menta l  M un ificence 
Very afe ;  l it t le threat to survival of the organizat ion. 
Rich in development and improvement opportunit ies; 
not at all stressful .  
An environment that your organizat ion can contro l and 
manipUlate to its own advantage (e .g . ,  minor tIn-eats and 
few hU1drances). 







0 . 80 









0 .77  
0 .77  
0.68 
0 .75  
0.62 





0 . 54 
1 3 8 
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4.5 Va lid ity Anal. 
Thi ection report the outcomes of alidity analyses of the variable 
inc luded in thi tudy. Valid it analyses wer carried out through content val idity 
and con truct al idit . 
4.5. 1 Content Valid i ty 
construct i aid to ha e content validity if there is a general agreement 
among the respondents and researchers that the instruments have measurement items 
that cover a l l  the content domain of the variables be ing measured ( unnally & 
Bernstein. 1 99'+) .  The content al idit could be met through careful defmition of the 
research problem. the items to be scaled. and the scale to be used . This logical 
process is somewhat intuiti e and is unique to each researcher ( Emory & Cooper, 
1 99 1 ) .  However. t he mea urement scale must sat i fy ce11ain criteria before it can be 
appl ied in the empirical work. These criteria which I tried to consider in this study 
inc lude ( McDaniel & Gates. 1 996):  
• Careful ly defming what is to be measured . 
• Conducting a careful l iterature review and interviews with  the target populat ion 
before collecting the data. 
• Letting the scale be checked by experts. 
• Making sure that the scales could be pre-tested. 
• Careful ly select ing the scales from related research where they were tested and 
val idated by other researchers. 
As mentioned before, a l l  the items listed in the quest ionnaire employed in this 
study were se lected by a comprehensive review of the relevant l iterature. The list of 
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fact r wa a l  a di cu ed and \, al idated by trategic planning profe ionals during 
the pilot tudy. Thi guaranteed that the content al idity of the sur e had been 
achieved, a di cus ed in Chapter 3 .  
-t.S.2 Con t ruct Val id i ty 
Can tru t a l idity a esses the extent to which the constructs that one ants 
to mea ure are in fact captured b the se lected items (Bagozzi. 1 994) .  This 
a e sment was carried out using exp loratory factor analysis ( Baum & Wal ly. 2003)  
for both the four independent and one control  variables and the two 
dependent/outcome variables, as detailed be low . 
... . 5.2. 1 I n dependent and  Control V a riab les 
Ba ed on the l iterature reVlew. four variables (e .g. decentral izat ion of 
trategic planning, personnel commitment to implement ing the strategic plan. senior 
management support for the strategic plan, and the importance of the strategic p lan ) 
were used as independent ariables of the success in implementing the strategic plan, 
and one ariable (e .g . ,  environmental munificence) was used as a control variable. 
To validate the constructs, the d ifferent items inc luded were submitted to factor 
analysis. The results of the factor analysis are repOited below. 
Res u lts of Factor A n a ly i s  
Certain requirements need to  be fulfi l led before factor analysis can be 
successfully employed. One of the important requirements is to measure the 
ariables by using interval scales. Using 5-point L ikert sca les in the survey 
questionnaire fulfi l led this requirement, because these scales can be assumed to 
produce interval-scaled data as they communicate interval properties to the 
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re pondent ( Mad en, 1 989:  chertzer & Kerman, 1 985 ) .  In fact in the l it rature 
Likert cale are almo t ah: a treated as inten'al cale (e .g . ,  Kohli ,  1 989, c ited in 
PeITY, 1 998) .  nother important condit ion i that the ample s ize should be more 
than 1 00, ince re earch r g neral ly cannot use factor analysis with fewer than 50 
ob n'at ion ( Hair e t  a I . ,  2006) .  Because 1 25 organizat ions were surveyed in this 
re earch, tllis requirement al 0 can be said to have been met . Furthermore, to assess 
if the ariables can be effectively subjected to a factor analysis, two tests - Balilet t 's  
Te t of pheric ity and the Kaiser-Meyer-Olkin measure of sampling adequacy -
\-\ ere carried out. as explained be low. 
B a rt lett'  Test of  Sphericity 
The 2 1  items representing the four predictors of success of  strategic plan 
implementation and environmental munificence were submitted to factor analysis. 
The resu lt of exploratory factor analysis ( Baum & Wal l  , 2003 ) yie lded a five­
factor o lut ion that accounted for 76.64% of the variance extracted. The result for 
Bart let t ' s  Test of Sphericity ( BTS) was high at 2058 .00, and the associated 
significance alue was very smal l  ( P=O.OO). This shows that the data were 
appropriate for factor analysis ( Snedecor & Cochran, 1 989) .  
Kai  er-Meyer-Ol ki n  M easure of Sam p ling Adeq uacy 
The Kaiser-Meyer-Olkin (KMO) for the measurement of sample adequacy 
( MSA) g ives the computed KMO as 0 .87 ,  which is adequate and above the 
acceptable level ( Snedecor & Cochran. 1 989; see Table 4 .2) .  
Table 4-2 :  KMO and BT for the Independent and Control ariables 
Kai  er-M eyer-Olkin M easu re of ampling Adeq uacy 0 .87 
Approx. Chi-Square 2058 .00 
Bart lett '  Te t of pbericity Df 2 1 0  
Sig. .000 
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B eau e the abo e requirements were met, it was concluded that factor 
anal}' i Vv a appropriate for this data set , 0 the procedures for factor analysis could 
be performed . 
Resu lts of  Principal  Co m ponent  Analysis Ex traction Process 
The factor extraction results using princ ipal component analysis ( PCA) are 
given in Table 4 . 3 .  I t  should be noted that an e igen alue of  1 .0 was used as the 
benchmark in dec iding the number of factors (Hair. Anderson, Tatham, & B lack, 
1 998:  oruY is, 1 993 ) .  
Table 4-3 : Princ ipal Component Analysis Extraction Results for the Independent and 
Contro l  Variables 
Factor E igenvalue Variance Expla ined (%)  C u m u lative Va riance ( %) 
1 9 . 77  46. 52  46.52 
2 1 . 85 8 . 82 55 . 35  
3 1 . 76 8 . 38  63 . 73 
4 1 . 5 8  7 .56 7 1 . 30  
5 1 . 1 2  5 . 33  76.64 
An init ial (unrotated) so lut ion ident ified 2 1  items and 5 factors with eigenvalues of 
more than 1 ,  account ing for 76.64% of the variance ( see Table 4 .3 ) .  This shows that 
the common method variance is not a major concern in this study. As Table 4.4 
shows. a l l  2 1  variables scored commonal it ies that range from 0.53 to 0 . 89. Therefore, 
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it could be concluded that a degree of confidence in the factor solution had been 
achieved. 
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Table 4-4 : ommonalities ( Extract ion Method : Princ ipal Component Analysis) for 
the I ndependent and ontrol Variable 
I tem I n it ia l  Extraction 
I n  our organizat ion, ideas are communicated and integrated in 1 . 00 0.64 
the proce of trategic planning at all leve ls of the 
organizat ional hierarch) . 
Knowledge from bu iness units or funct ional departments is 1 .00 0.76 
u ed and integrated in the proce of strategic p lanning at top 
management level .  
I n  the proce of trategic p lanning, informat ion is shared across 1 .00 0 .78 
the organization. 
The bu ine unit or functional departments incorporate their 1 .00 0 .75 
know-ho\v into the process of strategic planning. 
Our strategic p lan guides our daily dec ision making. 1 .00 0 .72 
Our employees priorit ize their tasks based on our strategic p lan. 1 .00 0. 8 1  
Our personnel commit to in1plementing our strategic plan .  1 .00 0 .78 
Our organizat ion executes our strategic plan prec isely. 1 .00 0. 7 1  
I t  i s  c lear that senior management wants this strategic p lan to be 1 . 00 0.63 
successfu 1. 
enior management p laces a great deal of significance on our 1 .00 0.85 
strategic plan. 
Our strategic p lan is strongly supported by senior management . 1 .00 0 .89 
enior management seems to care a great deal about our 1 .00 0 .88 
strategic plan. 
I n  generaL senior management contributes a great deal to the 1 .00 0 .83 
process of strategic planning in our organizat ion. 
Our strategic p lan wi l l  influence our organizat ion for years to 1 . 00 0 .77 
come. 
Our strategic p lan is extremely important . 1 .00 0.76 
The succes of the strategic p lan is expected to significant ly 1 .00 0 .84 
affect the future of our organizat ion. 
Our strategic plan p lays a major role in the overal l  mission of 1 . 00 0.78 
our organization. 
Very safe ;  l it t le t hreat to the survival of  the organizat ion. 1 .00 0.69 
Rich in  development and improvement opportunities; not at all 1 .00 0 .80 
stressful .  
An environment that your organization can control  and 1 .00 0.79 
manipulate to its own advantage (e .g . ,  minor threats and few 
hindrances) . 
Our organizat ion enjoys freedom of act ion and init iat ive. 1 .00 0 .53  
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Facto r Rotation and Factor Loading 
With th fi\ e cho en factor ha ing been found sat isfactory, the load ing of a l l  
the items within the fi e factor as examined . The Varimax techniqu for rotated 
component analy i was u ed with a cut-off po int for interpret ing the factors at 0.40 
or higher ( nedecor & Cochran. 1 989) .  The r sults are summarized in Table 4 . 5 .  
I I  the item were loaded onto the expected factors for which the were 
de igned . Factor loading \ ere al l  higher than 0.60, so that each item loaded higher 
on its assoc iated con truct than on any other construct . As suggested by Hair et al .  
( 1 998) .  a factor load ing higher than 0 . 35  is considered statist ical ly significant at an 
alpha level o f  0 .05 . This is supported by the discriminant validity of the 
mea urement . 
Facto r Naming  and I n terpretation Process 
The interpretat ion of the fi e-factor solution was accompl ished by relating 
the factors to the theoretical concepts of strategic p lanning. The five factors can be 
d iscussed as fo l lows. Factor 1 consists of four items and fits very wel l  with the 
"decentral ization of strategic planning." This factor comprises the fo l lowing items: 
( 1 )  In  our organizat ion. ideas are com unicated and integrated in the process of 
strategic planning at a l l  levels of the organizat ional hierarchy; (2) Knowledge from 
business units or funct ional departments is used and integrated in the process of 
strategic planning at top management leve l; ( 3 )  In  the process of strategic planning, 
information is shared across the organizat ion; and (4)  The business units or 
funct ional departments incorporate their know-how into the process of strategic 
planning. The values are c losely grouped, with the highest loading being "In the 
process of strategic p lanning, informat ion is shared across the organization" (0 .82)  
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and the lo\\.'e t load ing "I n our organizat ion, idea are communicated and integrated 
in the proce of trategic planning at al l  levels of the organizat ional hierarchy" 
( 0 . 73 ) ,  
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Table 4-5 : Rotated omponent Matrix for the Independent and ontro l  Variables 
I tem 
I n  our organizat ion, idea are communicated and integrated i n  the 
proce of trategic planning at a l l  leve l of the organizationa l 
h ierarch) . 
Kn \\ ledge from bu ine un it or funct iona l departments is used 
and integrated in the proce of strategic plann ing at top 
management leve l .  
I n  the proce o f  trategic plann ing, information i hared acros 
the organ izat ion. 
The bu ine un its or funct iona l departments incorporate their 
\..no\\ -ho\\ into the process of strategic p lanning. 
Our tTategic p lan gu ides our dai ly dec ision making. 
Our emplo) ee priorit ize their ta ks based on our strateg ic plan. 
Our personnel com m it to imp lement ing our strategic plan. 
Our organizat ion executes our trategic plan prec isely. 
It i c lear that en ior management wants th is strategic p lan to be 
uccessful .  





Our strategic plan i trangly upported by en ior management. . 85  
enior management seems t o  care a great dea l about our strategic 
plan. 
I n  general .  sen ior management contributes a great dea l to the 
process of trategic plann ing in our organ izat ion. 









. 8 1 
.80 
O u r  strategic plan is extremely important. . 78  
The success o f  the strategic plan is  expected t o  s ignificantly affect . 85  
the future o f  our organizat ion. 
Our strategic plan p lays a major rol e  in the overa l l  mission of our 
organization. 
Very safe; l itt le threat to the survival  of the organ ization. 
Rich in development and improvement opportunit ie ; not at a l l  
stressfu l .  
A n  environment that your organizat ion can control and manipu late 
to its own ad antage (e.g., minor threats and few h indrances ).  











A'otes: Extraction Method: Principal Component A nalysis; Rotation Method: Varimox with Kaiser 
Normali:ation, Rotation converged in six iterations 
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The econd fa tor con i ts of [our item . Thi factor represents the manager 
. 
opinion regard ing "per onnel commitment to trategic plan implementat ion:' I t  
cover the fo l lowing variable : ( 1 )  Our strategic plan guides our daily decision 
mak ing; ( 2 )  Om employees priorit ize their task on the basis of our strategic plan; ( 3 )  
Our per onnel a r  committed t o  implement ing our strategic plan; and ( 4 )  Our 
organizat ion execute our strategic plan prec ise ly .  The values are closely grouped. 
with the highe t loading being "Om personnel are cornnutted to implement ing our 
trategic p lan" (0 . 78 )  and the 10 est loading being "Our organization executes our 
trategic plan prec isely" (0 .63 ) .  
The third factor consists of five items. This factor represents the managers' 
opinion regarding " senior management support for strategy. "  I t  covers the fo l lowing 
variables: ( l )  I t  is c lear that senior management wants this strategic p lan to be 
succe sfu) ;  (2 )  Senior management p laces a great deal of significance on our 
strategic plan; ( 3 )  Our strategic plan is strongly supported by senior management ; (4)  
Senior management seems to care a great deal about our strategic plan; and ( 5 )  In 
generaL senior management contributes a great deal to the process of strategic 
p lanning in our organizat ion. The values are c losely grouped, with the highest 
loading being "Our strategic plan is strongly supported by seluor management" 
( 0 . 85 )  and the lowest loading being "It  is c lear that senior management wants this 
strategic plan to be successful" (0 .62) .  
The fourth factor consists of four items. This factor represents the managers' 
opinions regarding the " importance of the strategic plan." It covers the fo l lowing 
variables: ( 1 )  Om strategic p lan wi l l  influence our organizat ion for years to come:  (2 )  
Our  strategic p lan i s  extremely important : ( 3 )  The success of the strategic plan is 
1 49 
e. pected to igniIicant ly affect the future of our organization; and (4 )  Our strategic 
p lan pia a maj r ro le in the overa l l  mi ion of our organizat ion. The alues are 
c 10 ely grouped, with the highest load ing being "The success of  the strategic plan is 
expected to ign ificant l affect th future of  our organizat ion" (0 . 85 )  and the lowest 
load ing being "Our trategic plan pia s a major role in the overal l  mission of our 
rganizat ion" ( 0 . 76 ) .  
Fina l ly. the fifth factor consists of four items and fits very wel l  with 
"environmental  muni ficence." This factor comprises the fo l lowing variables: ( 1 )  
Ver; afe; l itt le threat to the survi al of  the organizat ion; ( 2 )  Rich in development 
and improyement opportunit ies; not at all stressful :  ( 3 )  An environment that your 
organizat ion can control and manipu late to its own advantage (e .g .  minor threats and 
few hindrances); and (4)  Our organizat ion enjoys freedom of act ion and init iative. 
The values are c lose ly grouped, with the highest loading being "Rich in development 
and improvement opportunitie ; not at al l  stressful" (0 . 85 )  and the lowest load ing 
being " Our organization enjo s freedom of act ion and init iat i  e" (0 .62) .  
4.5.2.2  Success of Strategic Plan I mplementation and Organ izat io n a l  
Perform a n c e  
Based on the l iterature review. two factors were used as  dependent/outcome 
variables in this study: the success of imp lementing the strategic plan and 
organizat ional performance. To val idate the constructs of these outcome variables, 
t he various items inc luded were submitted to factor analysis. The results of the factor 
analysis are reported be low. 
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Re ult  of  Facto r' Anal ' i 
Re pondent \Ver a ked to ind icate the current degree of success of the 
trategic plan' implementation and the performance of their organizations with 
reference to 1 5  items. II 1 5  item that represent uccess in these two areas were 
ntered for factor anal i .  The resu lts from examining the factor analysis 
as ul1lpt ion before using them are briefl di cussed below. 
B a rtlett's Test of Spheric i ty 
The resu lt of the E F  A yielded a two-factor so lut ion that accounted for 
63 .35�'o of the ariance extracted. The resu lt for BT was high at 1 287 .55 .  and the 
a oc iated ignificance value was very smal l  ( P=O,OO), This shows that the data were 
appropriate for factor analysis . 
Kaiser'-Meyer-Olki n  M easure of Sam pl ing Adeq uacy 
The KMO test for measuring sample adequacy ( MSA) gives the computed 
KMO as 0 . 89. which  is adequate and above the acceptable level (Snedecor & 
Cochran" 1 989:  ee Table 4 .6) .  
Table 4-6:  KMO and BTS for the Dependent/Outcome Variables 
Kaiser-M eyer-Olki n  M easure of Sam p ling Adequacy 
. 89  
Approx. Chi-Square 1 287 .55  
B a rt lett 's  Test of  S p hericity Df 1 05 
S ig .  . 000 
As the above requirements were met, it was conc luded that factor analysis 
was appropriate for this data set, so the procedures for factor analysis could be 
performed. 
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R u lt of  Principal  o m ponent Analy i Extraction Proce 
Th factor extraction re ults using P are given in Table 4 .7 .  It should be 
noted that an e igenvalue o f  1 .00 was used as the benchmark in dec idino the number t:> 
of factor ( H air et aL 1 998 :  orusi . 1 993) .  
Table 4-7 :  Princ ipal Component Analysis Extract ion Results for the 
Dependent/Outcome Variables 
Facto r E igenvalue Variance Expla ined ( %) C u m u lat ive 
Variance (%) 
1 8 .06 5 3 . 7 7  5 3 . 7 7  
'") 1 .43 9 . 58  63 . 5 3  
Extraction M ethod:  Princ ipal  Component  Analysis 
An init ial ( unrotated) so lution ident ified 1 5  items and two factors with 
e igenvalues of more than one, accounting for 63 .53% of the variance (see Table 4 .7 ) .  
This shows that the common method variance i s  not a major concern in  this study. 
As Table 4 . 8  show . all 1 5  variables scored high commonal it ies that range from 0.40 
to 0 .8 1 .  Therefore. it could be concluded that a degree of confidence in the factor 
so lut ion had been achieved. 
able 4- ommonalitie ( Extraction ethod : Princ ipal Component Analy is) for 
the Dependent/Outcome ariable 
I tem I n it ia l  Extraction 
what e. tent did your organizat ion properly implement its 1 . 00 0 .80 
trategic p Ian? 
In g n raL ho wel l  ha each implementat ion task been 1 . 00 0.72 
c mpleted? 
In g neraL ho\v important has each implementation task 1 . 00 0 .64 
been tor till strategic plan? 
In general, how sat i fied are ou with the implementat ion of 1 . 00 0 . 8 1  
thi strategic plan? 
Efficient use of al located budget . 1 .00 0 .52 
Quant ity of service or products provided. 1 .00 0.60 
Quality of  ervices or products provided. 1 .00 0 .74 
Cu tomer satisfact ion. 1 .00 0 .56 
Operating efficiency. 1 . 00 0 .59 
ervice/product de e lopment or  innovation. 1 . 00 0.68 
Employee at isfaction. 1 . 00 0.69 
Employee capabi l it ies .  1 . 00 0.56 
ocial  respons ib i l it ies. 1 . 00 0.64 
En ironmental performance.  1 .00 0.48 
Accountabi l ity  for results to e>..iemal part ies .  1 .00 0.40 
Factor Rotation and Factor Loading 
With the two chosen factors found sat isfactory, the loading of a l l  the items 
within the two factors was examined. The Varinlax technique for rotated component 
analysis was used with a cut-off point for interpretation of the factors at 0.40 or 
greater. The results are summarized in Table 4 .9 .  
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Table 4-9:  Rotated omponent Matri . for the Dependent/Outcome ariable 
I tem 
To v, hat xtent did your organizat ion properly implement its 
trategic plan? 
In  general. how wel l  ha ach implementation task been 
completed? 
In general .  how impor1ant ha each implementation task been for 
thi t rategic plan? 
In general. how satisfied are you with the implementation of this 
trategic plan? 
Efficient u e of al located budget . 
Quant ity of ser ices or products pro ided. 
Quality of  en'ices or products pro ided. 
eu tomer sat isfaction. 
Operat ing efficiency. 
en'ice/product development or innovat ion. 
Employee at isfact ion. 
Emp loyee capabi l it ies. 
ocial re ponsib i l it ies. 
Env ironmental performance. 
















0 . 8 1  
0 .75 
0 .84 
Sotes ' EXfraCfion Method: Principal Component A nalysis: Rotation Method. Varimax with Kaiser 
j\'ot'mali::ation; ROfatiol1 cOl1\'erged in three iterations. 
Al l  items were loaded onto the expected factors for which they were 
designed. Factor load ings were a l l  higher than 0 . 50. so that each item loaded higher 
on its assoc iated construct than on any other construct . As suggested by Hair et al . 
( 1 998) .  a factor load ing higher than 0 .35  is considered statist ica l ly significant at an 
alpha level of 0 .05 .  This is supported by the discriminant val idity of the 
measurement. 
Factor am ing and I n terp retation Proce 
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Th two-factor olution was interpreted by relat ing them to the theoretical 
concepts of strategic management and trategic p lanning. The two factors can be 
de cr ibcd a fo l lo\ s. Factor I con ists of four item and fits very wel l  with the 
.. ucce of the trategic plan ' s  implementat ion." Thi factor compri e the fo l lowing 
variable : ( l )  To \ hat e�ient did your organizat ion properly implement its strategic 
plan: ( 2 )  In generaL how well has each implementation task been completed? ( 3 )  I n  
general .  how important has each implementat ion task been for this strategic p lan? 
and (4)  In generaL how sat i fied are you with the implementation of this strategic 
p lan? The value are c losely grouped. with the highest loading being "To what extent 
d id your organization properly in1plement its strategic p lanT (0 . 86) and the lowest 
load ing being " I n general ,  how important was each implementation task for this 
t rategic plan?" (0 . 75 ) .  
The econd factor con ists of  1 1  items. This factor represents the managers' 
opinions regarding "organizat ional performance:' I t  covers the fo l lowing items: ( 1 )  
Effic ient use of al located budget; ( 2 )  Quant ity of services or products provided ; ( 3 )  
Quality o f  services o r  products provided ; (4 )  Customer sat isfact ion; ( 5 )  Operat ing 
effic iency; (6 )  Ser ice/product development or innovation; ( 7 )  Emp loyee 
sat isfact ion; ( 8) Emp loyee capabi l it ies: (9)  Social responsibil i t ies; ( 1 0) 
Environmental performance; and ( 1 1 )  Accountabi l ity for results to external part ies. 
The values are c losely grouped, with the highest load ing being " Employee 
satisfact ion" ( 0 . 80)  and the lowest loading being 'Accountabil ity for results to 
external part ies" (0 . 52 ) .  
4.6 De cri pt ive naly i of the  am pled Orga n ization and Re pondent 
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Thi ection focu e on pro iding general information about the respondents 
and part ic ipant organizat ion . Th aim i to provide a brief account of the profile of 
the tudy ample. Frequency analy is a used to distribute the partic ipat ing 
organizati ns ac ording to the fo lloy ing characterist ics :  
l .  ge 
2 .  Gender 
3 .  L vel of educat ion 
4 .  Experience in the current organizat ion 
5 .  Experience in pre ious organizat ions 
6. umber of employees 
7 . Year when the organizat ion was established 
8. Emirate 
9. Type of Organization 
·t6. 1 Age 
The descript ive analysis begins with the age of the respondents. In terms of 
age, nearly hal f  of the respondents were between 3 1  and 40 years old ( 5 l .2%), 25 .6% 
of the respondents were aged between 4 1  and 50 years, 8 . 8% were between 5 1  and 
60 years o ld, 1 2 .2% were less than 30  years o ld and a few respondents 
(approximate I 2%) were more than 60 years o ld. This reflects the fact that most the 
UAE c it izens prefer early ret irement . Table 4 . 1 0  summarizes the distribut ion of the 
sample by age. 
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Table 4- 1 0 : Distribut ion of Re pondent ' Age 
I tem Frequency Percent 
30 ar or lower 1 5  1 2 .0 
3 1 -40 :y ear 64 5 1 .2 
Valid 
4 1 -50 ear 32 25 .6 
5 1 -60 :y ear 1 1 8 . 8  
Abov 60 year 3 2 .4 
Total 1 25 1 00.0 
4.6.2 Gender 
Table 4. 1 1  shows that more than half  o f  the respondents (56%) were males 
and 440 0 \\. re females. This ind icates the balance between males and females in the 
ample and reflects the UAE 's  wi l l ingness to support equal opportunity po lic ies in 
recruitment practices. It a lso shows the increasing importance of female managers in 
the UAE, ince an earlier simi lar study conducted in the UAE public sector (Elbanna, 
20 1 3 ) reported the percentage of females a 33%. 
Table 4- 1 1 :  Distribut ion of Sample by Gender 
I tem F requency Percent 
Male 70 56.0 
Valid Female 55 44.0 
Total 1 25 1 00 .0  
4.6.3 Level  of Educat ion 
Table 4. 1 2  shows that nearly half o f  the respondents (46.4%) had earned 
bache lor 's  degrees, and 52 respondents (4 1 . 6%) had received master's degrees. 
Approximately 6 .5% of the survey respondents ( 8  respondents) had received high 
school diplomas, and only a few had gained a PhD ( 5 .6%). These figures show the 
relat ively high percentage of respondents with postgraduate degrees ( master's and 
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doctorate ) in the publi ector (4 1 .6% + 5 .6% = 47.2%), which can be 
con idered an indicat ion of the interest in education in the UAE and the inten e 
compet ition bet\ een emplo es to occupy higher po itions .  It is worth not ing that 
thi \Va not the case two decades ago in the UAK when most managers tended to 
ho ld only a bachelor' degree. 
Table 4- 1 2 : Respondents by Le el of Education 
I tem F req uency 
Bache lor' s degree 5 8  
Master' s degree 52 
Val id PhD 7 
D iploma 8 
Total 1 25 
4.6"" Experience i n  t h e  Cu rrent  Organ ization 
Percent  
46.4 
4 1 .6 
5 .6  
6.4 
1 00.0 
Table 4 . 1 3  shows that more than half of the respondents (65 .6%) had been 
with their organization for less than 1 0  years (30 .4% less than 5 years and 3 5 .2% for 
5- 1 0  years) .  Howe er. 1 2 . 8% ( 1 6 respondents) had been working with the same 
organizat ion for 1 1 - 1 5 years. Finally, 27 out of the 1 25 respondents had been with 
the same organizat ion for 1 6  years or more. The average number of years in the 
organizat ion was 1 1 . 3 .  
Val id 
Table 4- 1 3 :  umber of Years in Current Organizat ion 
I tem F requency 
Less than 5 years 38  
5- 1 0  years 44 
1 1 - 1 5 years 1 6  
1 6  years or above 27 
Total 1 25 
Percent 
30 .4 
35 . 2  
1 2 . 8  
2 l . 6 
1 00 .0 
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".6.5 Experience i n  P reviou Orga n izations 
Table 4 . 1 4  how that 3 0  of the respondents (24%) had worked with previous 
organizat ions for less than 5 years: 1 2% of the respondents had worked with previous 
organizat ion for 5- 1 0  ears ( 1 5  respondents) ;  1 6% of the respondents had been 
working \ ith other organizat ion for 1 1 - 1 5 years (20 re pondents ) '  24 out of the 1 25 
respondent had worked with other organizat ions for 1 6  years or abo e. Final ly, 
28 . 8% of  the respondent d id not answer this quest ion; this can be explained by the 
fact that some respondents treat their previous experience as a personal issue that 
shou ld not be shared with others. 
Table 4- 1 4 : Number of Years in Previous Organizations 
I tem F req uency Percent 
Less than 5 years 30  24.0  
5-1 0 years 1 5  1 2 .0  
Valid 1 1 -1 5 years 20 1 6 . 0  
1 6  years o r  above 24 1 9 .2  
Total 89 7 l .2 
M issing Missing answers 36 28 .8  
Total 1 25 1 00 .0 
4.6.6 N u m ber of E m p loyees 
Organizat ion size was measured as a function of the number of ful l -t ime 
employees. As shown in Table 4 . 1 5, most of the organizat ions (60%) fe l l  into the 
category of employing more than 250 (74 organizations out of 1 25 )  and 36% of the 
partic ipat ing organizat ions had 50-249 ful l-t ime employees. Only 4 organizat ions 
( 3 . 2%) had 1 0-49 ful l-t ime employees. Finally, very few of the part ic ipat ing 
organizat ions had fewer than 1 0  employees (2 organizat ions; l . 6%) .  The ana lysis 
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hO\\l that the average number of  employee ill the who le ample wa 854 
emplo e .  Thi average i less than the average reported in a related stud in the 
AE public ector, which found a mean number of 1 205 emplo ee (E lbanna, 20 1 3 ) .  
Thi can be con ide red the con equence of  init iat ive b the UAE local and federal 
governments t cut budget and downsize after the 2008-2009 global financial crisis. 
Valid 
Table 4- 1 5 : umber of  Employees 
I tem F requency 
Fewer than 5 0  employees 6 
50-249 employees 45 
250-499 employees 1 8  
500-999 employees 1 9  
1 000 or more employees 3 7  
Total 1 25 




1 4 .4  
1 5 .2  
29.6 
1 00 .0 
Table 4 . 1 6  shows that more 40 of the part ic ipat ing organizations had been 
established before 1 975 ( 3 3 .6%).  early 8% of the part ic ipating organizations had 
been established either between 1 975 and 1 984 or between 1 985 and 1 994, and 22 
organizat ions had been established during the period 1 995-2004 . Final ly, 40 out of 
the 1 25 partic ipat ing organizat ions had been establ ished after 2004 . 
Table 4- 1 6 : Year When the Organization Was Established 
I tem Frequency Percent 
Before 1 975 42 3 3 .6 
Between 1 975 and 1 984 1 0  8 .0  
Between 1 985  and 1 994 1 1  8 . 8  
Valid 
Between 1 995 and 2004 22 1 7.6  
After 2004 40 32 .0  
Total 1 25 1 00 .0 
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4.6.8 Em i rate 
Tabl 4. 1 7  ind icat that nearly half  of the part ic ipat ing orgaruzat ions were 
locat d in Abu Dhabi ( 5 3 .6%) and a minority (2 .4%) of them were located either in 
mm I Qaywayn or in 1 Fujayrah. This is due to the fact that Abu Dhabi is the 
capital of th , while Umm Al Qaywayn and Al Fujayrah are small Emirates 
v. hich have l imited economic act ivities and resources. Another 24 out of the 1 25 
part ic ipat ing organizat ions were located in Dubai ( J 9 .2%).  This also could be 
explained b the fact that Dubai is the second largest Emirate in terms of economic 
act ivit ies and it ha een exponential growth over the last two decades. Moreover. 1 2  
and 1 1  out o f  the 1 25 part ic ipat ing organizat ions were located in Sharjah (9 .6%) and 
Ra Al Khayrnah ( 8 . 8%), respect ive ly .  Fina l ly, only 5 of the part ic ipat ing 
organizat ions \ ere located in Ajman (4%). 
Table 4- 1 7 : Distribution of the Sampled Organizations by Emirate 
I tem F requency Percent 
Abu Dhabi 67 53 .6  
Dubai 24 1 9 .2  
Sharjah 1 2  9 .6 
Ras Al  Kbaymah 1 1  8 . 8  
Vabd 
Ajrnan 5 4 .0  
U mrn Al  Qaywayn 3 2 .4 
Al  Fujayrah 3 2 .4 
Total 1 25 1 00 .0 
4.6.9 Type of  O rgan ization 
Table 4 . 1 8  shows that more than two thirds of the received respondents 
( 7 3 .6%) were from local organizat ions and 26.4% were from federal organizat ions. 
This was expected since most of those who agreed to participate in this research 
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were working in local organizat ions ( 1 56/2 1 9  =7 l .2%).  That 50% (46/92) of 
the local rganizat ion gay an emai l  addre 0 a to recei e a copy of the fmdings 
and r ommendat ions. compared to 3 3 .3% ( 1 1 /33 )  of the federal organizat ions. may 
al 0 how that local organizat ion are more wil l ing to take part in such studies and 
learn from th ir find ings. 
Table 4- 1 8 : Di tribut ion of Sample b Organizat ion Type 
I tem Frequency Percent 
Federal 3 3  26.4 
al id Local 92 73 .6 
Total 1 25 1 00 .0  
4 .7  Chapter S u m m a ry 
Thi chapter has outl ined the data preparation (e .g. encoding, edit ing. and 
entering the data into SPSS) and handl in g  of the missing data. I t  also repOlted the 
results of the rel iabi l ity  and val idity assessments. as wel l  as those of the prel iminary 
analy i (descript ive analyses) of the col lected data. The first step in preparing the 
data for analysis was to c lean and code them before entering them into the SPSS 
program. For this purpose, first. the raw data from the questionnaires were examined 
for errors and omissions. and to cert ify that the relevant data quality standards had 
been met . Second. several study constructs were coded into formats for SPSS. 
version 22. which was used in the data analysis. Each ariable was given a unique 
labe l .  This step helped in sett ing up the computer software to analyze the data. 
F inal ly, SPSS was used to enter the data manual ly into the computer before they 
were analyzed. 
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Thi proce wa [0 110 wed by as es ing the mi ing data, which was handled 
by th imputat ion technique, and conduct ing the rel iabi l it and val idity te ts, which 
cover a l l  the research con tructs to find how reliable and valid the measurements 
ere. I tem-to-total conelat ions and Cronbach 's  alpha alues were calcu lated for each 
variable. As hoy'l  in Tabl 4 . 1 9 , the ind ividual items of each scale had acceptable 
item-to-total correlat ion and a l l  the variables had acceptable Cronbach's  alpha 
values ranging from 0 . 84 to 0.93,  which was signi ficant ly higher than the acceptable 
level of 0.60 unnally, 1 978) , indicat ing that my measures were rel iable. Content 
and construct validity \vere the next to be discussed. These analyses showed that my 
mea ures were a lso val id. Last , the respondents' profiles and their response 
d istribut ion were examined by general descript ive analysis. I n  add it ion, some initial 
interpretations were a lso put forward to start the process of data analysis. 
I n  the nex"! chapter, further stat ist ical techniques wil l  be used to assess the 
implementation of  the trategic plans in the sampled organizat ions and to test the 
study hypotheses. 
Table 4- 1 9 : Rel iabi lit Anal sis of  Main Con tructs in the tudy 
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Con t ruet Total I tem-to-Total Cronbaeh'  
N u m be r  Corre lation Alpha 
of I tems ( Range) 
Decentralization of Strategic 
4 0 .65-0 . 76 0 .87  
P lanning 
Per Olmel Commitment to 
trategic P lan I mplementation 
4 0 . 70-0 . 8 1  0 .88  
Senior Management SUPPOli [or 
5 0.69-0 .89 0.93 
trategic P lan 
I mportance of trategic P lan 4 0 . 76-0.84 0 .90 
Succe of Strategic P lan 
4 0. 70-0 .82 0 . 89 
I mplementation 
Organizat ional Performance 1 1  0 . 57-0. 82 0 .92 
Environmental Munificence 4 0 .54-0. 77 0 . 84 
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Chapte r  5 :  H ypothe i Te ting and E xploratory Analyse 
5. 1 I n trod uction 
Th pr viou chapter ha val idated and puri fied the data that were obtained 
from the field tud ur ey and conducted a number of exploratory factor analyses of  
ertain a pect of strategic plan implementat ion in the publ ic -sector organizat ions of 
the UAE. This chapter describes the second and main phase of  the data analysis. 
hypothe is t t ing. SP  AMOS version 22 was used for this purpose. 
As presented in Chapter 1 ,  the aim of this thesis is to explore the ro le of  
certain determinant of  strategy implementation success and to  discover the 
con equences o f  the successful implementat ion of strategic plans in the UAE s 
publ ic-sector organizat ions. I n  doing so. the researcher developed a conceptual 
model that integrates the determinants of strategic plan implementation with its 
success and organizationa l  performance; the hypothesized relationships derived from 
this conceptual model were also tested. Therefore, as described in Chapter 1 ,  this 
research tried, in the context of the UAE publ ic-sector organizat ions, to fmd (1 ) the 
antecedents which lead to success in implement ing a strategic plan; (2 )  the current 
success leve l o f  strategic plan implementat ion ;  and ( 3 )  the consequences for 
performance of  creat ing a successful strategic plan. Chapter 2 discussed the l iterature 
which addresses these topics; this c hapter a lso contributes to considering the topics 
in the sample of organizat ions. 
The next subsect ions deal with the fo l lowing issues in tum: the measurement 
models. confrrmatory factor analysis, convergent val idity  analysis, d iscriminant 
a l id ity  analysis. structural model test ing ( i .e .. hypothesis testing), the tools used in 
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deye l pl l1g trategic plan . the challenge to trategic plan implementat ion and a 
ummary of th ke) find ings. 
5.2 Hypothe i Te t ing 
described in ect ion 5 .2 . 5 .  the hypo the es ere tested by path analysis. 
Vv hich is a mult i ariate analyt ical methodology for empirica l ly examining sets of 
relat ion hips in the form of lin ar causal models ( Duncan. 1 98 5 ;  L i. 1 975 ) .  Before 
conducting path anal sis. however. an ind ividual ized analysis of each of the 
variables was conducted (according to the measurement mode l)  in order to carry out 
a prior refinement of  the items u ed in  their measurement .  After this analysis. two 
confirmatory factor analy e (CF A)  were undertaken to confirm the factor structures 
of the two outcome variables - namely. " strategic plan implementation antecedents' 
and " st rategic p lan implementation consequences" - and the rel iabil ity and val id ity 
of  the cales of  these variables, which were asses ed in Chapter 4. This research, 
then. u ed both a measurement mode l ( in which each construct has a separate model )  
and a structural model (which inc ludes a l l  the constructs in one model; Hair et aI. . 
2006; E id. 20 1 5 ; E lbanna et al. . 20 1 6; Katheeri, 20 1 6) .  It was in the test ing of th1s 
structural model that path analysis was used ( for hypothesis testing) .  
5.2. 1 M easu rement  M odel  
As recommended by Anderson and Gerbing ( 1 982), before test ing the ful l  
latent model an exploratory factor analysis ( Baum & Wally, 2003 ) should be 
conducted. This was done as described in Chapter 4 using princ ipal components 
analysis with Var imax rotat ion. As reported in Chapter 4, for the antecedents of the 
strategic p lan implementat ion, E F  A y ielded five distinct factors that accounted for 
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76.64% f the variance extra ted, and [or the con equences of strategic plan 
implementation, E F  ielded two d i  t inct factors that accounted for 63 .53% o f  the 
variance extracted. The resu lts repolted in Chapter 4 also indicated that all items 
loaded highly on their intended construct . To more rigorously confIrm the e factor 
t ructure and al 0 the rel iabil ity and validit of the measurement scales, CF  A was 
conducted for the two outcome ariables: the "strategic plan implementat ion 
antecedent 
,. 
and the " trategic plan implementation consequences," the resu lts of 
'" hich are reported below. 
5.2.2 Confirmatory Factor Analy is 
5.2.2. 1 C FA for Strategic Plan I m p lementation Antecedents 
A CF A v as conducted to verify the theorized construct of the observed 
variables - the main construct , antecedents of strategic plan implementation. and its 
5 constructs, the decentral izat ion of strategic p lanning, personnel  commitment to the 
strategic plan implementat ion, senior management support for the strategic plan, 
importance of the strategic plan, and environn1ental munifIcence. F igure 5 . 1  shows 
these fi e constructs of the main construct, the antecedents of strategic plan 
implementation .  
SPSS AMOS was used to carry out the CFA The results of the measurement 
model, which are the indicators of each research variable in Figure 5 . 1 ( Byrne, 
20 1 6).  are presented in Tables 5 . 1  and 5 .2 .  Overa l l. these results SUppOlt the 
proposed five-factor solut ion for the strategic plan implementation antecedents, 
comprising the decentral ization of strategic plam1ing, personnel commitment to the 
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strategic plan implem ntat ion. enior management upport for the strategic plan. 
lmp I1ance of  the trategic plan. and en iromnental munificence. 
More spec i fica l !  , Tabl 5 . 1 J ist the fit ind ices obtained from the CF A. The 
chi- quare ignificance te t ( 0 .03)  reported in Table 5 . 1 is significant at the 5% Ie e l ,  
but in ignificant at the 1 % level. which indicate an adequate fit. Furthermore, the 
other indic how that the model has a good fit and is in l ine with the statist ics 
pro po ed b experts ( Bentler, 1 990' Hu & Bent ler. 1 995;  Joreskog & Sorbom, 1 982) .  
For example. goodne -of- fit indices (GF I )  for the model show OFI = 0.90 1 (�0.90). 
comparat ive fit index ( C F I )  = 0.98 (�0.90). CMINIDF = 1 .92 « 3 ), adjusted 
goodnes -of- fit index ( AOF I )  = 0.92 (�0 .80), and TLl = 0.97 (>0.95) .  
Table 5 - 1 : Fit I nd ices for the Strategic Plan I mplementat ion Antecedents 
Statistic 
I ndex Value Suggested Acceptable 
Obtained Level  
Chi-square s ignificance 0.03 >0.05 
CMINIDF l .92 <3 
GFI  0.90 >0.90 
AGFI 0.92 >0.80 
TLI 0.97 >0.95 
CFI 0.98 >0.90 

























Figure 5- 1 :  Construct of Strategic P lan I mplementation Antecedents 
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able 5 . 2  rep rts the factor loading obtained from the CF A. I t  was dec ided 
that item Y\ ith fa tor loading and R1 less than 0 .50 would be exc luded. Al l  the factor 
load ing and R1 w re ufficient l high. The high values of Cronbach's alpha, 
Compo ite Re l iabi lity (CR), and A erage Variance Extracted (AVE) also reflected 
the high int mal con i tency and re l iabi l it of the main construct. 
Table 5-2 :  Re u lts o f Confrrmatory Factor Analysis of Antecedents of Strategic Plan 
I mplementation 
Con t ruct 
Decentral izat ion of strategic 
p lal1l1ing 
(Note: P = Strategic plan) 
Facto r Cro n bach's  
Scale 
Loading Alpha 
Q l . l  0 .72 0 .87  
Q 1 .2 0.80 
Q1 .3 0 .84 
Q l .4  0 .82 
Senior management support for Q2 . 1  0.72 0.88 
trategic plan Q2.2 0.90 
Q2.3 0.94 
02.4 0.93 
02.5  0.86 
Personnel conunit ment to 03 . 1  0 .76 0.88 
strategic plan implementation Q3 .2 0.88  
Q3 .3  0 . 8 1  
Q3.4 0 . 79 
I mportance of strategic p lan Q4 . 1  0 .83 0 .90 
Q4 .2 0 .8 1 
Q4 . 3  0.90 
04.4 0 .83  
Environmental munificence Q5. 1 0 .79 0 .84 
Q5 .2  0 .80 
Q5 .3 0 .88  
Q5.4 0.60 
5.2.2.2 C F  A for Stra tegic P la n  I m p lementation Consequences 
Composite 
Reliabi l ity AVE 
(C R) 
0 .88 0 .80 
0.93 0 .87 
0 .80 0 .8 1 
0 .89 0 .84 
0 .84 0.76 
A CF A was conducted to verify the theorized constructs of the observed 
variables; that is, the main construct, the consequences of strategic plan 
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implementation, and its tv 0 ubconstruct , the ucce s of the strategic plan 
implementation and rganizat ional performance. F igure 5 .2  hows the e two 
ubcon truct of th main con truct of the consequences of strategic plan 
impl mentat ion.  
P AMO was used to carry out this analysis. The results of the 
mea ur ment model. which are the indicators of each variable in F igure 5 .2  ( Byrne, 
20 1 6) ,  are hown in Tabl s 5 . 3  and 5 .4 .  OveralL  the results support the proposed 
two-factor olut ion for the consequences of strategic plan implementat ion. 
compnsmg the uccess of the strategic plan implementat ion and organizational 
performance. 
Table 5-3 : Fit I nd ices for the Consequences of the Strategic P lan I mplementation 
Statistic I ndex Value Obta ined Suggested 
Acceptable Level 
Chi-square significance 0.09 >0.05 
CMINIDF 1 .22 <3 
GFI 0.9 1 >0.90 
AGFI  0.86 >0.80 
TLI 0 .98 >0.95 
CFI 0.99 >0.90 
RMSEA 0 .04 <0. 1 0  
More spec ifically. Table 5 . 3  l ists the fit indices from the C F  A analysis. The 
chi-square significance test (0 .09) is insignificant and reflects the good fit of the 
suggested measurement model .  Furthermore the other ind ices show that the model 
has a good fit and is a l igned to the suggested statist ics, which are the cut -off points 
t hat should be used to assess the goodness of fit ,  according to several experts (e .g . ,  
Bent ler, 1 990: H u  & Bent ler, 1 995 ;  Joreskog & Sorbom, 1 982) .  For example, results 
1 7 1  
for th model are GFI = 0 .9 1  (2:0.90), CFI = 0 .99 (2:0.90). CMl IDF = l .22 « 3 ) .  
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F igure 5-2 :  Constructs of the Strategic P lan I mplementation Consequences 
Table 5 .4 report the factor load ing from the CF . As wa the ca e with the 
antecedent of the trategic plan implementat ion construct . it was dec ided that items 
\ ith factor load ing and R2 Ie than 0 .50 ould be exc luded . Al l  the factor load ings 
were ufficient l ' high and the high values of Cronbach's  alpha. CR. and AVE also 
reflected the high internal con i tency and re liabi l ity of  the main construct and al l  the 
con tructs. 
Table 5-4 :  CF of the Con equences of the Strategic P lan I mplementat ion 
Facto r Cronbach ' s  
Com posite 
Con truct Sca le 
Loading Alpha 
Reliabi l ity AVE 
(CR)  
Succes of  trategic Q6. 1 0 .86 0 .89 0 .90 0 . 83 
Q6.2 0 .80 
Q6.3 0 .75 
Q6.4 0 . 89 
Organizationa l  Q7. 1 0 .66 0.92 0.93 0 .72 
� 
Q7.2 0 .78  
Q7 .3  0 .88  
Q7.4 0 .67 
Q7 .5  0.66 
Q7.6 0 .88 
Q7 .7  0 . 73  
Q7 .8  0 .69 
Q7.9 0 .79 
Q7. 1 0  0.64 
Q7 . 1 1  0 . 56 
5.2.3 Convergent Valid i ty A na lysis 
Convergent val idity describes the extent to which items of a specific 
d imension or construct converge or share a high proportion of  variance ( Hair et al . .  
2006). Convergent val idity can be evaluated by three criteria ( Fornel l  & Larcker, 
1 98 1 :  Hair et aI . .  2006; Hooper, Coughlan, & Mul len, 2008; Cater & Cater, 20 1 0). 
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First . the factor load ing for an item hould be at least 0 .60 and significant. Second, 
the con truct rel iabi l it hould be a m in imum of 0 .60 ( ee Table 5 . 5 ) . F inal ly. the 
V E  for a con truct should be greater than 0 .50 .  Table 5 . 5  summarizes the results of 
the COllyergent al idit analy is. which ere reported in Tables 5 .2 and 5 .4 .  I t  is 
c lear from thi table that all of  the scal s had an acceptable convergent val idity. 
Table 5 -5 : Convergent Validity Results 
Constructs Composite 
Reliabi l ity ( C R) 
AVE 
Decentralization of strategic planning 0 .88  0 .8 1 
Senior management support for strategic plan 0 .93 0 .87 
PersOlmel conm1itment to strategic plan 0 .80 
imnlf' llF r�tion 0 .80 
I mportance of strategic p lan 0 . 89 0 .82 
Environmental munificence 0 . 84 0 .76 
Success of  strategic p lan implementat ion 0.90 0 .83 
Organizat ional  performance 0 .93 0 . 72 
5.2 .4 D iscri m in a n t  Val idity A n a lysis 
D iscriminant val id ity  is the dist inct iveness of  two conceptually simi lar 
constructs ( H air et a l . ,  2006). This indicates that each construct should share more 
variance with its items than it shares with other constructs. Discriminant validity is  
present when the variances extracted by the constructs (AVE) from each construct 
are greater than the square of the correlations. Table 5 .6  shows that the AVEs were 
greater t han any squared correlation among the constructs (the factor scores, as 
single-item indicators were used to calculate the correlat ions between the 
constructs); this imp l ied that the constructs were empirical ly d ist inct (Fornel l  & 
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Larcker, 1 98 1 ) . For example, the decentralizat ion of the strat gic plan ' s  AVE is 0 . 8 1  
greater than any quar d corr lat ion among the other constructs - that is, 0 .24, 0 .28 .  
0 .20,  0. 1 6, 0 .37 ,  0 .39 - \vhich m ans that the decentralization of the strategic p lan is  
empirical ly di st inct .  
Table 5-6 :  Discriminant Valid ity Results 
Corre la t ion 
Decentral i zation 
Decentral ization 
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M uni ficence 
0 .76 
0 . 35  
• •  
0 . 30  
* *  
ucce s Performance 
0 .83 
• •  
0.43 0 . 72 
The diagonals represent the average variance extracted (AVE) and the lower cel ls  represent the squared 
correlat ion between constructs. 
* * .  Correlation is s ign i ficant at the 0.0 1 level (2-tai led). 
5.2 .5 t ruct u ra l  M odel  Te t ing ( Path  Analy i ) 
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A mentioned above. hypothesi testing wa conducted b path analysis. The 
aim 0 f path analy is i to examine the direct and ind irect effects of each h pothesis 
on th ba i of knO\ ledge and theoret ical constructs ( Pedhazur. 1 982). Path analysis 
does not tab Ii h causal relat ion with certaint . but is used for quant itative 
interpretat ions of potential cau al relat ionships ( Borchgrevink & Boster. 1 998) .  A 
path diagram or structural model represents the proposed antecedents and 
con equences among the variables in the model .  Arrows are used to represent the 
hypo the ized relat ion hip and the direction of influence in the model .  
When spec ifying a path model, a dist inct ion is drawn between exogenous 
variables and endogenous variables. The influence of exogenous variables comes 
from outside the model .  whereas endogenous variables have influence from within 
the model ( Katheeri. 20 1 6) .  In this study, the antecedents of  strategic plan 
implementation are t reated as the exogenous variables. and the consequences of 
strategic plan implementat ion ( i . e  . .  the success of the strategic plan implementat ion 
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Figure 5-3 : Structural Model 
Figure 5 . 3  depicts the proposed structural model that reflects the relationships 
between the variables. The structural equat ion modeling package AMOS was used to 
test the hypotheses pert inent to the model .  The researcher used the factor scores as 
single-item indicators and performed a path analysis ( i .e .  the factor means were 
employed as single- item indicators to perform path analysis), applying the maximum 
l ikel ihood estimates ( M LE )  method, fol lowing the guidel ines suggested by Joreskog 
and orbom ( 1 982) .  
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To appl the MLE method for e timat ing the model, the constructs must 
ati f) the criterion o f  mult ivariate normal it ( Bagozzi & Yi. 1 988 ) .  Therefore, for 
a l l  the con truct , te t of normal ity ( i .e . ,  kewne s) and kurtosis (Bagozzi & Yi, 
1 988 )  were conduct d .  Table 5 . 7  indicated no departme from normal ity since mo t 
of  th re ult are c lo e to one ( i . e  . .  +/- 1 :  Bagozzi & Yi, 1 988 ) .  Thus, once normality 
\va confi rmed for a l l  the construct , it was dec ided to proceed with the use of  the 
MLE method to est imate the model .  
Furthermore. the Mahalanobi d istance was analyzed using AMOS to ident ify 
any mult ivariate out l iers within the data. The Mahalanobis distance is a metric for 
e t imat ing how far each case is from the center of distribut ion o f  a l l  the variables 
( i .e. , the centroid in multi ariate space; Mahalanobis. 1 927) .  The Mahalanobis 
d istance test in  this study ident ified that four cases had an out l ier. However, due to 
the l imited number o f a  ai lable cases, it was dec ided to retain them (the results of  the 
Mahalanobis d istance test are l isted in the table provided in appendix 6 .  
Table 5-7 :  Assessment of ormal ity 
V a ri a b le I Skewness 
Decentralization of  strategic planning -0.42 
Senior management support for strategic p lan - l .0 1  
Personnel commitment to strategic plan 
-0. 78 implementation 
I mportance of strategic p lan - l . 0 1 
Success o f  strategic p lan implementat ion -0 .73 
Organizat ional performance -0 .29 
Environmental munificence -0 .77 
Organizat ional size -0 .03 
I K u rtosis 
-0. 1 2  
0 .63 
l . 1 0 
0.99 
-0. 5 1  
0 . 35  
0 . 35  
- 1 .20 
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timat ing the path coefficients o f  the tructural model in Figure 5 . 3  in  
MO produ ed a number 0 f ind ice of goodne of fit, which indicate how wel l  the 
tructuraJ model in Figure 5 . 3  fit the data ( i .e . ,  whether the model is acceptable) .  
The e fit tati t ic are repol1ed i n  Table 5 . 8 ,  along with suggested cut-off alues. 
Thi pr cedure al 0 produced the estimated tandardized parameters for each path, 
\\ hich are used for hypothe i test ing. These coeffic ients are presented in Figure 5 .4 .  
and ummarized in Table 5 . 8 .  
ince there i no defmit i  e standard of fit ,  a variety of  indices are assessed 
a long with the sugge ted guidel ines (e .g . ,  Bent ler, 1 990; H u  & Bent ler, 1 995;  
Joreskog & orbom, 1 982 )  shown in Table 5 . 8 .  The chi-square (X2) significance test 
(0 .03)  in Table 5 . 8  was statist ical ly significant at the 5% Ie el ,  but insignificant at the 
1 % leveL which ind icated an adequate fit . The other fit indices, together with the 
quared mult iple correlations, indicate a good overal l  fit with the data (OFI = 0.98, 
eFI  = 0.98,  AOF I  = 0 .8 1 ,  FI  = 0.98,  RMSEA = 0.04. RMR = 0.04) .  ince the 
fmd ings general ly  support the conceptual model of the research ( i . e . ,  since these 
indices confirm that the overal l  fit of the model to the data was good), it was 
concluded that the structural model was an appropriate basis for hypothesis testing. 
The standardized path coeffic ients in F igure 5 .4  and Table 5 . 8  indicate that 
the suggested antecedents posit ively affect the success of strategic plan 
implementation, namely, decentral izat ion of strategic plalming ( H I )  (Standardized 
Estimate = 0.23 . P<O. OO l ). persOlmel commitment to strategic p lan imp lementat ion 
( H2 )  ( tandardized Est imate = 0.29, P<O.OO I ), senior management support for the 
strategic plan ( H3 )  ( tandardized Est in1ate = 0 . 1 8  P<O. O l )  and environmental 
munificence ( Standard ized Est imate = 0.23 ,  P<O.OO l ) . However, the results do not 
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upport th effect of the imp rtance of the strategic plan on the succes of this plan' 
implementation ( H4 ( tandardized E timate = 0.08, P>0.05 ) .  imi larly. the result 
indi ate that the succ s of the trategic plan implementation affects organizational 
performance ( HS )  ( tandard ized Estimate = 0.44. P<O.OO l ) . 
The re u lt further ind icate that en ironmental munificence, which was 
employed a one of the t\ 0 control  variables in this research. affects both the success 
of trategic p lan impl mentation (Standardized Est imate = 0 .23 ,  P<0.00 1 )  and 
organizat ional performance ( Standardized Estimate = 0 .29, P<O.OO ] ) . These 
ign i iicant relat ion hips were not original ly hypothesized and just ify the use of 
munificence as a contro l variable .  Organizat ional ize, the second control variable 
employed. was not found to ha e an effect on either the success of strategic plan 
implementat ion ( Standardized Est imate = -0 .06, P>0.05)  or organizational 
performance (Standardized Est imate = 0 .04.  P>0.05 ) .  This fmding is not consistent 
with some of the related strategy research, which has long argued that size can 
systemat ical ly affect managerial pract ices (e .g . ,  Child & Mansfield, 1 972) .  
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F igure 5-4 :  Tested Model with Standardized Path Coefficients 
Table S -8 :  tandardized Regres ion Weight and Fit I nd ice 
P redicto r V a ria ble C riterion Hypothesized 
V a riab les Relation h ip  
Decentralization of  Succe of H I  
t rategic planning strategic p lan 
Per onnel commitment to ISuccess of H2 
trategic plan Istrategic plan 
mor management ISucce s of H3 
upport for trategic plan Istrategic plan 
Importance of  strategic ISuccess of  H4 
p lan Istrategic plan 
Environmental ISuccess of  (Contro l )  
munificence strategic plan 
Organizat ional size ISuccess of  (Contro l )  
strategic plan 
ucce of  trategic plan Organizat ional HS  
implementation performance 
En viro nmental Organizat ional (Contro l )  
munificence performance 
Organizat ional size Organizat ional (Control)  
nerfOl'mance 
Statistic 
Chi-square (X2) significance test 
Goodness-of- fit index ( GFI ) 
Comparat ive fit index (CF I )  
Normed fi t  index (Nfl)  
Root mean square residual ( RMR) 
Root mean square error of  approximat ion ( RMSEA) 
Note .' * * p<O.O l .  * * *p<O.OO l ,  ns is not significant 
Standardized 
Coefficient 
0 .23 * * *  
0.29** *  
0 . 1 8 * *  
0 .08 ns 
0 .23 * * *  
-0 .06 ns 
0.44* * *  








<0. 1 0  











S ince the causal effects of the suggested factors may be e ither d irect or 
indirect - that is, med iated via the effects of other variables - or both, the total causal 
e ffects were computed. The total e ffects are the sum of the d irect effect and a l l  the 
indirect effects. While the direct effect is the normal standardized regression 
coeffic ient between two variables, the indirect effect is the output of the 
mult ipl ication o f  a l l  the standardized regression coefficients between two variables 
( i .e . ,  the multipl icative sum of the standard ized path coefficients) . Table S ,9  shows 
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the direct .  indirect. and total effect of the ugg ted factor . For example. my model 
in F igur 5 .4 hov. that n ironmental muni ficence affects organizat ional 
performance direct l  ( 0 .29)  and indirec t ly tlu'ough the success of the trategic plan 
implementation (0 .23  x 0.44 = 0. 1 0) ;  thus. the total effect is 0 .39 (0 .29 + 0. 1 0) .  
Table 5-9 :  Direct .  I nd irect, and Total E ffects 
C riterion 
Predictor Variab le Direct I ndirect Total 
Vari a b le Effect Effect Effect 
Succe of  Decentralizat ion of strategic 0 .23 0 .00 0 .23 
p lanning 
trategic plan Personne l conunitment to 0 .29 0.00 0 .29 
implementation 
strategic plan implementat ion 
Senior management support for 0. 1 8  0 .00 0. 1 8  
trategic plan 
I mportance of strategic p lan 0.08 0.00 0 .08 
Environmental munificence 0 .23 0.00 0.23 
Organizat ional size -0.06 0.00 -0.06 
Organizat ional Success of strategic plan 0.44 0 .00 0 .44 
implementation 
performance 
Environmental munificence 0 .29 0. 1 0  0 .39 
Organizat ional size 0 .04 -0.02 0 .02 
5.3 Exploratory A n a ly ses of Cba l lenges of  Strategic Plan I mp lementation 
5.3. 1 By Type  of  Cha l lenge 
A good deal of work has been done regarding strategic management · 
however, the problems assoc iated with the failed implementat ion of strategy seem to 
need more attention from scho lars, who are nevertheless concerned about the 
emerg ing issues assoc iated with strategy implementation ( Barney, 200 1 ; Mockler, 
1 995) .  Ensuring successful strategy implementation is considered to be one of the 
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010 1 cha l lenging i ue for organizat ions. For that matter. it i considered very 
important in the ftr 1 plac 10 a ess and ident ify the main causes of fai lure in the 
imp] m ntat ion of strateg ic planning (Candido & antos, 20 1 5 ) .  
Re earch ha di  covered that most ftrm face great difficu lty in 
implement ing their intended strategies ( Balogun, 2006; Hrebiniak, 2006; aunders et 
aL 2008) .  Organizat ion ar not able to in1plement 70% of their strategic in it iat i  es 
( i l ler. 2002 ) .  Mank ins and St ele (2005 )  fmd that companies unable to implement 
their intended strategies rna incur a 40% loss in their fmanc ial performance as a 
result .  everal kinds of ( internal and externa l )  factors may have a role in such fai lure 
( a l ih. 20 1 2 ) .  
The cha l lenges i n  strategy implementation refer to the d ifficulties that are 
often encountered during the implementat ion of  a strategy (Alexander, 1 985 ) .  The 
chal lenges in strategy implementation may be summed up in 25 items. Of these 
items, 1 5  were adopted from Aldehayyat and Anchor (20 1 0) and AI -Ghamdi ( 1 998) ,  
which both repeat them from Alexander' s  ( 1 985 )  study; 2 are from E lbanl1a ( 20 1 3 ) , 
and 8 items were developed by the researcher from the l iterature review and fmdings 
of the pi lot study, as described in Sect ion 3 . 5 . 2 . 3 .  Respondents in the p i lot study 
were asked to indicate the ir level o f  agreement (on a scale o f  1 = no problem at all to 
5 = a severe problem) with various statements about common problems that could 
occur during strategy implementat ion. 
As shown in Table 5 . 1 0, the ftve chal lenges whose mean scores are above the 
cut-off po int are "absence o f  strategy-incentives l inkage", "compet ing/other 
acti ities d istract ing attention away from strategic plan implementation" , "poor 
init iat ive and project management knowledge and sk i l l s", "uncontrol lable factors in 
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the e. ternal environment having a negative impact on implementation" , and " our 
organizat ional tructure i inappropriate to our trategic plan" . Moreover, the mean 
cores [or th fIr t 1 2  chal leng s ( i .e . ,  from "ab nce of trategy-incent ives l inkage" 
to "po r haring and communication (b the organizat ion) of strategic p lans with 
takeh ld r and ice versa" ) c learly exceed the median score (2 . 85 ) .  Table 5 . 1 0  also 
hows that the means o f 20 chal lenges are below the cut-off poil1t ( 3 ) .  The next three 
cha l lenge below th top fI e, appear ver c lose to the cut-off point namely, 
" overlapping of mandates, roles, and respon ibi l i t ies between publ ic organizat ions 
cau ing confu ion in the p lanning process" . " leadership and direct ions provided by 
managers being inadequate". and "implementat ion requiring more time than was 
planned". 
These stat i t ic suggest that strategic p lan implementation faces few 
chal lenges in the U AE  public sector. 
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Tabl 5- I 0:  ha l lenge to trategic P lan Implementation (by T pe of Chal lenge) 
Type of Chal lenge N M in M ax M ean  Std. 
Deviation 
I .  Ab ence of  trat g -inc nt i e 1 25 1 5 3 .47 1 . 1 9  
l inkage. 
2 .  mpeting/other acti it ie di  tracting 1 25 1 5 3 . 1 8  1 . 1 9  
attention away from trategic p lan 
implementation. 
"' Poor init iative and project 1 25 1 5 3 .02 1 . 1 8  .) . 
management knowledge and sk i l ls. 
� .  Uncontro l lable factors in the external 1 25 1 5 3 .02 l . 08 
environmental with a negati e impact 
on implementat ion .  
5 .  Our organizational structure being 1 25 1 5 3 . 0 1  1 . 3 5  
inappropriate to our strategic p lan. 
6. o erlapping of mandate , roles, and 1 24 1 5 2 .98 l . 1 3  
responsib i l it ies between public 
organizat ion causing confusion in the 
p lanning process. 
7 .  Leadership and d irect ions provided by 1 25 1 5 2 .94 1 . 1 9  
managers being inadequate. 
8. I mp lementation requir ing more t inle 1 25 1 5 2 .92 1 .08 
than was planned. 
9 .  Poor strategic review and dec is ion  1 25 1 5 2 .90 1 . 1 7  
making during implementat ion. 
1 0 . Training and instruction given to 1 25 1 5 2 .90 1 .06 
lower- level employees being 
inadequate.  
1 1 . Major problems surfacing which had 1 25 1 5 2 . 89 l .03 
not been ident ified earlier. 
1 2 . Poor sharing and communicat ion of  1 25 1 5 2 .88  1 . 1 1 
strategic plans by the organizat ion 
with stakeho lders and vice versa. 
1 3 . Problems requiring top management 1 25 1 5 2 .85  1 . 32 
invo lvement not being communicated 
early enough .  
1 4. I nappropriate organizat ional culture. 1 25 1 5 2 . 84 1 . 27 
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Table 5- 1 0 : hal lenge to trategic P lan Implementation (by Type of Chal lenge 
. . .  Cont )  
T.  pe of C h a l lenge N M in M a x  M ean Std. 
Dev iation 
1 5 . d\ocate and uppOlter of the 1 25 1 5 2 . 82 1 . 30 
trategic p lan leaving the 
organizat ion during the 
implementation. 
1 6 . I neffect i  e coordinat ion of 1 25 1 5 2 .78 1 . 1 3  
implementation activit ies. 
1 7 . Informat ion ystem used to monitor 1 25 1 5 2 . 78 l .07 
implementation acti itie being 
insufficient . 
1 8 . Key planners of  the trategic p lan 1 25 1 5 2 .75 1 .20 
not p laying an act ive ro le in its 
implementation. 
1 9 . In ufficient capabi l it ies of the 1 25 1 5 2 .75 1 . 03 
involved employees. 
20. upport of  the top management 1 25 1 5 2 .74 1 .4 1  
given to the strategic p lan being 
inadequate.  
2 1 .  I nsufficient capabi l it ies of the 1 25 1 5 2 .72 l . 24 
strategy employees. 
22. Our strategic objecti es/goals not 1 25 1 5 2 . 72 1 . 1 5  
being understood wel l  enough by 
employees. 
�3 .  I nact ive role 0 f organizat ion ' s  1 25 1 5 2 .69 1 . 1 5  
members in the de elopment of our 
strategic plan. 
124. Key implementat ion tasks and 1 25 1 5 2 .65 1 . 1 9  
act ivit ies not being suffic ient ly 
defined. 
25 .  Responsibi l it ies of  employees in the 1 25 1 5 2 . 53  1 . 1 6  
implementation process of the 
strategic p lan not being c learly 
defmed. 
Val id N ( l istwise) 1 24 
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5.3.2 By O rgan izationa l  ize 
Regard ing the chal l  nge of trategic plan implementat ion from the 
tandpoint of organizat ional ize ( i . e . ,  by number of emplo ees) ,  there is a high 
degree of agreement in the re ults hown in Table 5 . 1 1  between the who le sample 
and the ub amples. In generaL more than the median measure was scored by only 
fi\. e chal leng s ;  that is, absence of strategy-incent ives l inkage, competing/other 
act ivit ie distract ing attention away from strategic plan implementat ion, poor 
init iat ive and project management knowledge and ki l ls, uncontrol lable factors in the 
e:-..1emal env ironment having a negat ive impact on implementation, and our 
organizat ional structure b ing inappropriate to our strategic plan. Table 5 . 1 1 presents 
t hat mal l  organizat ions ( generally less than 50 employees) face very few chal lenges 
compared to organizat ions with 50- 1 000 employees, as e ident from the consistent ly 
lower mean value repOlted by these organizat ions for al l  the types of 
implementation chal lenge (except " overlapping of mandates, roles, and 
responsibi l it ies between publ ic organizat ions causing confusion in the p lanning 
process") .  I n  addit ion. i t  was not iced that organizations with 250-499 employees are 
the ones which most conul1only face chal lenges or problems (20 out 25  obstacles 
scored 3 or above) .  This is because cha l lenges to the strategic plan grow as 
organizat ion size increases, up to a certain po int . Then, as Table 5 . 1 1  suggests, 
organizat ions with 500-999 employees are l ikely to face 1 0  obstac les scoring 3 or 
above. while organizat ions with 1 000 or more employees begin to face fewer 
chal lenges i .e .  on ly 3 that scored 3 or above, namely, " absence of strategy­
incent ives l inkage", " our organizational structure being inappropriate to our strategic 
p lan" and ' compet ing/other activities distract ing attention away ii-om strategic plan
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implementation' . Thi can be predicted. since uch organizat ions ha\'e the required 
re ource , again due to the ir ize, which enable them to ov rcome many potent ial 
cha l lenge . 
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Table 5 - 1 1 :  hal lenge to trategic P lan I mplementat ion (by Organizational ize) 
I tem No.  N M ean Std. Std. M in M ax 
employees Deviation E rro r 
F ewer than 50 2 l .00 0.00 0.00 1 1 
Leader hip and 50-249 4 2 .50 0 .57  0.29 2 3 
d irect ion provid d 250-499 4 1  3 .34 l . 02 0 . 1 6  1 5 
b I managers b ing 500-999 22 2 .86 1 . 1 7  0 .25 1 5 
inadequate. 1 000 or more 56 2 .77  1 .27  0 . 1 7  1 5 
Total 1 25 2 .94 l . 1 9 0. 1 1  1 5 
Fewer than 2 l .00 0.00 0 .00 1 1 
50 
UppOlt of the top 
50-249 4 2 .25 0 .50 0 .25 2 3 
management g i  \·en 
250-499 4 1  3 .20 1 . 3 1  0.20 1 5 
to the trategic plan 
500-999 22 2 .86 l . 36 0 .29 1 5 
being inadequate. 
1 000 or more 56 2 .46 1 .48 0.20 1 5 
Total 1 25 2 . 74 1 .4 1  0 . 1 3  1 5 
Fewer than 2 1 . 50 0 . 7 1  0 .50 1 2 
50 
I nsufficient 50-249 4 2 .00 0 .82 0.4 1 1 3 
capabil ities of the 250-499 4 1  3 . 1 2  l . 1 9  0. 1 9  I 5 
strategy employees. 500-999 22 2 . 59  1 .22 0 .26 1 5 
1 000 or more 56 2 .57 l . 25 0. 1 7  1 5 
Total 1 25 2 .72 1 .24 0 . 1 1  1 5 
Fewer than 2 2 . 50  0 .7 1  0 . 50  2 3 
50 
Poor initiative and 
50-249 4 2 . 75 0 .96 0.48 2 4 
project management 
250-499 4 1  3 .44 1 . 1 4  0 . 1 8  1 5 
knowledge and 
500-999 22 2 .68 1 .09 0.23 1 5 
skil ls .  
1 000 or more 56 2 . 88  1 .2 1  0 . 1 6  1 5 
Total 1 25 3 .02 l . 1 8  0. 1 1  1 5 
Fewer than 2 1 .00 0.00 0.00 1 1 
50 
Poor strategic 
50-249 4 2 .50  0 .58  0 .29 2 3 
review and dec isio n  
250-499 4 1  3 .05 1 .07 0 . 1 7  1 5 
making during 
500-999 22 3 .00 1 . 1 6  0 .25 1 5 
imp lementation. 
1 000 or more 56 2 .86 l . 26 0. 1 7  1 5 
Total 1 25 2 .90 1 . 1 7  0 . 1 1  1 5 
Tabl 5 - 1 1 :  Chal lenge to t rategic P lan Implementation ( by Organizational 
ize . . .  Cont ) 
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I t em No. employees N M ean Std. Std. M in M ax 
Deviation E rro r 
Fewer than 50 2 1 .00 0.00 0 .00 1 1 
L ad r hip and 50-249 4 2 .50 0 .57  0.29 2 3 
d irect ion provided 250-499 4 1  3 .34 1 .02 0 . 1 6  1 5 
b) managers being 500-999 22 2 . 86 l . 1 7  0.25 1 5 
inadequate. 1 000 or more 56 2 .77 l .27  0. l 7  1 5 
Total 1 25 2 .94 1 . 1 9  0. 1 1  1 5 
Fewer than 50 2 1 .00 0.00 0 .00 1 1 
upport of the top 50-249 4 2 .25 0 .50 0 .25 2 3 
management given to 250-499 4 1  3 .20 l . 3 1  0 .20 1 5 
the trategic plan 500-999 22 2 .86 1 . 36 0.29 1 5 
being inadequate .  1 000 or more 56 2 .46 1 .48 0 .20 1 5 
Total 1 25 2 . 74 1 .4 1  0 . 1 3  1 5 
Fewer than 50 2 l . 50 0 .7 1 0 .50 1 2 
I n  ufficient 
50-249 4 2 .00 0 .82 0.4 1 1 3 
capabil it ie  of the 
250--499 4 1  3 . 1 2  1 . 1 9  0 . 1 9  1 5 
500-999 22 2 .59  1 . 22 0 .26 1 5 
strategy employees. 
1 000 or more 56 2 .57 l .25  0 . 1 7  1 5 
Total 1 25 2 . 72 l . 24 0. 1 1  1 5 
Fewer than 50 2 2 .50 0 . 7 1  0 .50 2 3 
Poor init iative and 50-249 4 2 .75  0 .96 0.48 2 4 
project management 250--499 4 1  3 .44 1 . 1 4  0. 1 8  1 5 
knowledge and 500-999 22 2 .68 l . 09 0 .23 1 5 
ski l ls .  1 000 or more 56 2 .88  1 . 2 1  0 . 1 6  1 5 
Total 1 25 3 .02 l . 1 8  0 . 1 1  1 5 
F ewer than 50 2 l .00 0 .00 0.00 1 1 
Poor strategic review 50-249 4 2 .50 0 .58  0.29 2 3 
and dec ision making 250--499 4 1  3 .05 1 .07 0. 1 7  1 5 
during 500-999 22 3 .00 l . 1 6  0 .25 1 5 
implementation. 1 000 or more 56 2 . 86 1 . 26 0. 1 7  1 5 
Total 1 25 2 .90 l . 1 7  0. 1 1  1 5 
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I n  hi tudy o f a  ample o f  U K  firm , \ -Ghamdi ( 1 998)  highlighted ix key 
chal leng s. He revealed that 9_% of the firms took more time for implementation 
than the t ime p riod original l  proposed, and that 88% of these companies faced 
implementation problem . Moreo er, 75% of the companies faced chal lenges related 
to poor coordinat ion and 83% faced issues of be ing distracted by compet ing 
activit ie . In add it ion, inadequate informat ion mechanisms to properly monitor the 
trategy implementation and undefined tasks were held accountable by 7 1  % of the 
fIrm . The interest ing po int here is the high level of congruence between Al­
Ghamdi '  study and that of the original study by Alexander ( 1 985 ) .  Simi larly, the 
r suIt of Aldehayyat and Anchor ( 20 1 0) show that the top coring problem was 
"unant ic ipated major problems arose," fo l lowed by "implementation required more 
t in1e than was planned" and then by " crises distracted attention from 
implementat ion. " 
According to the stud results in Table 5 . 1 0, compared with those of AI­
Ghamdi and A lexander. the top fIve chal lenges, al l above the median measure ( i .e . ,  
absence of  strategy-incent ives l inkage. competing/other act ivit ies d istracting 
attention away from strategic plan implementat ion, poor init iat i e and project 
management knowledge and ski l l s, uncontrol lable factors in the external 
en i ronment having a negative impact on implementat ion, and our organizat ional 
structure is i nappropriate to our strategic plan), the common chal lenge was 
"compet ing/other act ivit ies distract ing attent ion away from strategic plan 
implementation' " In addit ion. the cha l lenge that " un
control lable factors in the 
external environmental had a negative impact on implementat ion" was also 
highl ighted in both my study and that of Alexander. 
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5A Exp loratory Ana l)' e of  Strategic Planning Tool 
5A. 1 By T pe of Pla n n ing Tool 
Earlier tudies how that strategic planning practices are valuable for 
rganizat ions E lbanna. �008; arason & Tegarden, 2003 ) .  As ment ioned by 
Ramanujam. Venkatraman. and Camil lus ( 1 986) and Tapinos. Dyson and Meadows 
(2005 ) the use of trategic planning tools wi l l  make the p lanning system more 
effective. I n  add it ion, Mi ller and Cardinal ( 1 994) report that strategic planning ( i . e . ,  
u ing strategic p larming too ls) posit i e ly affects organizat ional performance. Using 
trategic planning tools can be evidence of an organized and formal process 
embedded in rout ine organizat ional operat ions being appl ied to the management of 
organizat ions. Organizations' use of strategic plaruling tools may also indicate that 
they put their strategic plans into action ( E lbanna, 2008) .  
Strategic p lanning tools refer to  the analyt ical too ls that help manager to 
deyelop strategic plans. The extent to which a strategic planning proce s IS 
formal ized is e ident when a flfm uses these tools ( E lbanna, 2008) .  In the present 
t udy. the use of strategic planning tools was examined using seven tools which were 
adapted from E lbanna ( 2008) .  Respondents were asked to indicate their level of 
agreement (on a scale of 1 = not at a l l  to 5 = to a great extent, or a check box for "not 
fami l iar with" ) with arious statements about the most applied tools used 111 
developing strategic plans in general and spec ifical ly within the UAE context . 
As shown in Table 5 . 1 2, out of seven too ls, the use of four in part icular ( i .e . ,  
SWOT analysis. benchmark ing, gap analysis, and EFQM) exceeds, or equals, the 
med ian value ( 3 .90) .  One of the reasons for this finding may be associated with the 
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ease witl1 which these four tool can be prepared and used ( E lbanna, 2007) .  
ccord ing to Table 5 . 1 2 , les use i s  made o f  the Balanced Scorecard (BSC) ,  
takeho lder analy j , and PE  TEL analysis. As noted by E lbanna (2007) ,  this may be 
du to the more d manding k i l l  required to use these tools e ffectively .  However no 
matter what planning too l are used, the ind ividual mean values are st i l l  h igher than 
the cut-o ff po int ( 3 ) .  In this regard, it is the ease of app licat ion that determines the 
type of too l u ed in strategic p lanning ( Elbanna, 20 l 3 ) .  The results in general testify 
to the high level of awareness of strategic planning too ls in the UAE. 
Table 5 - 1 2 : Distribut ion of tbe Sample by Strategic Planning Tools Used 
I tem N M in i m u m  M a xi m u m *  
SWOT Analysis 1 25 2 
Benchmarking 1 25 1 
Gap Analysis 1 25 1 
EFQM 1 25 1 
BSC 1 25 1 
Stakeho lder 
1 25 1 
Analysis 
PESTEL Analysis 1 25 1 
Valid N ( listwise) 1 25 
. .  
MInimum: refers to [he lowest scale selected by partIcIpants 










4.26 0 .89 
3 .90 l . 04 
3 .90 l . 1 4  
3 . 90 1 .40 
3 .84 l . 30 
3 . 83 l . 1 0  
3 . 82 1 . 34 
*Xote The \'Glue 0/6 is not computed as part a/the mean since il represents the sratement "not/ami/iar \l'ith " 
5.4.2 By Organ izat ional  S ize 
There is a good degree of agreement on the use of p lanning tools by the 
who le sample and by the subsamples of organizat ions ranged in order of size ( i.e . ,  by 
number o f  employees) in the results shown in table in appendix 4. I n  general, the 
d istribut ion of  t he use of  p lanning tools in subsamples reflects a high degree of 
awareness in the U AE public-sector organizations of these strateg ic p lanning tools. 
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ore pec i fically, the table that i pre ented in appendix 4 ugge t that the 
W T anal is too l i heavily used by a l l  the AE public- ector organizat ions 
regard le of ize. Benchmark ing, howe er, scores 4 or more for organizat ions with 
few r than 50 employee and from 50-249 emplo ees, even though benchmarking 
core Ie than 4 [or organizat ion that have from 250-499 employees, 500-999 
employee , and 1 000 or more employees. This is because smal l  companies tend to 
benchmark big companie and copy their use of tools. Regarding stakeholder 
analysi , organizat ion that have 1 000 or more employees score 4. while other 
organizat ions score less than 4. S imi larly, regarding the BSC tool apart from 
organizat ion that have 1 000 or more employees, all organizat ions score less than 4. 
The G AP analysis tool is hea ily used by organizat ions that have 500-999 
employees and organizat ions with 1 000 or more employees. PESTEL analysis is less 
used by the U AE public-sector organizations of every size, always scoring less than 
4. Fina l ly, t he EFQM tool also scores 4 or less for the UAE publ ic-sector 
organizat ions, whatever their ize . 
5.5 S u m m a ry of K ey Find ings 
This chapter has mainly described the procedures and [mdings of the CF A 
and hypothesis testing, which were used for analyt ical purposes. 
A CF A for the antecedents and consequences of strategic plan 
implementation was undertaken fIrst, with the main aim to validate the measures in 
each stage and. second, to reduce the spec ifIc factors tested to a more general 
c lassificat ion, to enrich the theoretical development of the strategic plan 
implementation in publ ic-sector organizations of the UAE. For the antecedents of 
trategic plan implementation, C F  
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how that the fo l lowing five factors are the 
ant cedent of ucces ful trategic plan implementat ion: 
1 .  Decentral izat ion of strategic plann ing. 
Per onne l commitment to trategic plan implementat ion. 
enior management support for strategic plan. 
4 .  I mportance of strategic plan. 
5. Environn1ental muni ficence. 
imi larly, for the consequences of strategic plan implementation, the CF A 
re ult how that the fo l lowing two factors are al id reflect ions of  the results of  the 
strategic plan implementation practices: 
1 .  Success of strategic plan implementation. 
2. Organizational performance. 
After conducting C F  A, the hypotheses were tested. The results, which are 
unm1arized in Table 5 . 1 3 . indicate that of the five hypotheses, four ( i .e . ,  H I ,  H2, 
H 3 .  and H S )  were supported. The table also shows that the analyses uncovered two 
s ignificant relat ionships that were not hypothesized original ly. These add it ional 
relat ionships concern the impact of environn1ental munificence on strategic plan 
implementation success and organizational performance, and just ify the use of  
environmental munificence as  a control variable in  testing the postulated hypotheses. 
I n  addit ion to the above and as part of my exploratory findings, SWOT 
analysis was found to be in cornmon use as a strategic p lanning tool across the UAE 
public organizat ions. Moreover, there were a few common chal lenges or obstac les 
fac ing public organizat ions, which may be summarized as fo l lows: 
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1 .  Ab nc of trategy-inc nt ives l inkage: 
2 .  omp t ing/other act ivitie distract ing attention away from strategic p lan 
impl mentation; 
3 .  Poor init iative and project management knO\ ledge and ski l ls ;  
4 .  ncontro l lable factors in the external environmental with a negative impact 
on implementat ion;  
and 
5 .  O ur  organizat ional structure being inappropriate to our strategic plan. 
TabJe 5- 1 3 : Result of Hypothesis Test ing 
Hypothe ized Relation h ip  
H I  D central izat ion of strategic planning wil l  have a positive impact 
on the ucce s of trategic plan implementat ion. 
H 2  Personnel commitment to strategic plan implementation wil l  have 
a posit i e in1pact on the success of strategic plan implementat ion. 
H 3  enior management upport for the strategic plan wi l l  have a 
posit ive impact on the success of strategic plan implementat ion. 
H4 I mportance of the strategic p lan will have a positive impact on the 
uccess of strategic p lan implementat ion. 
H S  uccess o f  strategic p lan implementation wi l l  have a posit ive 
impact on the organizat ional performance.  
Un hypothes ized Relat ionsh ips (Contro l  Variables) 
E nvironn1ental munificence will have a positive impact on the 
success of strategic p lan implementat ion. 
En ironn1ental munificence wil l  have a posit ive impact on the 
organizat ional perfonnance. 
Organizat ional size wi l l  have a posit ive impact on the success of 
strategic plan in1plementat ion. 















C ha pter 6 :  Di cu  i o n  a n d  Co n c l u  ion  
6. 1 I n t roduct ion 
Thi chapter ummarize the study results in s ix sect ions. First the chapter 
re tate the re earch object ives and quest ions e tabl i  hed in Chapter 1 .  econd, it 
di cu e th tudy results in relat ion to stati t ic reported in Chapters 4 and 5 and 
the re earch quest ion , v hich are repeated below. Third, it ident i fies some theoret ical 
contribut ions of the tudy. Fourth, it offers some managerial implicat ions from the 
tudy re ults. F ifth, it discusse some l imitat ions of the tudy and prospect s  for future 
re earch.  Final ly, the chapter takes an overview of its content . 
6.2 Re earch Obj ect ives and Q uestions 
This study aimed at evaluat ing ( 1 )  the impact of arious factors related to 
t rategic p lans ( i .e . ,  the decentral izat ion of strateg ic p lanning, personnel commitment 
to the implementat ion o f  strategic p lans. senior management support for strategic 
p lans. and i mportance o f  strategic plans) on the success of strategic plan 
imp lementation:  and (2 )  the existence of a relationship between the success of  
strategic plan i mplementat ion and organizat ional performance. As  wel l  as these two 
object ives, this study a lso ( 3 )  examined the cha l lenges or obstac les faced by these 
organizat ions in imp lement ing  their strategic p lans; (4 )  investigated commonly used 
strategic p lanning tools in the UAE's public -sector organizat ions; and ( 5 )  provided 
some guidelines for successful strategic plan implementat ion (or  for better strategic 
management practices in general) .  
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a hie th e re earch object i e , the fo l lowing re earch quest ions were 
c tabli hed in hapter 1 :  
• Re ea rch Que tion 1 :  How do the fo \ lowing variables affect 
the succe s of strategic plan implementation in the UAE public sector: 
decentral izat ion of trategic plarming, per onne l commitment to strategic p lan 
implementation, senior management support for strategic p lanning, and 
importance of strategic p lans? 
• Resea rch Question 2 :  What is the impact of the successful 
implementation o f  trategic p lans on organizat ional performance in the public 
ctor in  the UAE? 
• Resea rch Question 3 :  What are the key challenges or 
obstac les facing public-sector organizat ions in the UAE in real izing their 
strategic p lans succes ful ly? 
• Resea rch Question ..f :  What are the common strategic tools 
used in the UAE public-sector organizat ions? 
• Resea rch Question 5 :  What recommendat ions can be 
proposed to the UAE public-sector organizat ions in order to improve their 
strategic management pract ices (or, more part icularly, their pract ices in  
strategic planning and the implementation of strategic p lans)? 
Before analyzing the data to answer these questions, some descript ive 
analyses were conducted, to discover the profile of the responding managers and 
organizat ions ( see Chapters 4 and 5 ) .  Below is a brief overview of this analys is, 
fo l lowed by a d iscussion of each of the above research quest ions. 
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6.3 Di cu ion of Re u l t  
6.3. 1 Oi  cu ion  of  De cripti  e Analy is  
Thi ect ion provide a brief 0 er iew of the descripti e statistics, which are 
examined in more detail in Chapt r 4 .  F irst the descript ive statist ics showed that 
1110 t of the re pondent ( i .e . . 64 of the 1 25 re pondents or 5 l .2%) were between 3 1  
and 40 year o ld ,  fo llowed b a group between 4 1  and 50  years o ld ( 32  respondents 
or 25 .6%), another group aged 3 0  or less ( 1 5  respondents or 1 2%), the next group 
was between 5 1  and 60 year o ld ( 1 1 respondents or 8 . 8%), and the last group was 
above 60 years o ld ( 3  re pondents or 2 .4%).  This sample structure suggests that the 
re pondents were mainl composed of middle-aged people whose significantly high­
level posts in  government offices ( publ ic-sector organizat ions) would not be 
unex'Pected. 
econd. the analysis of  the gender frequency of  the respondents shows that 70 
respondents ( 56%) were male and 55 (44%) were female. The study of E lbam1a 
( 20 1 3 ) in the same country reported these results as 67% and 3 3%, respect ively. The 
difference between the gender frequencies reported in this study and that in 
Elbanna ' s  study (20 1 3 ) suggests a posit ive trend in the last three years toward h iring 
more females in the UAE publ ic-sector organizat ions. 
Third. the educat ional level of the respondents included 46.4% of bachelor 's  
degree ho lders, 4 1 .6% of master's degree ho lders, 5 . 6% of PhD ho lders, and 6 .4% of 
high school dip loma ho lders. 
Fourth, the results ind icated that 87 of the respondents (69 .6%) had been 
working for their current organizat ion for more than 5 years and 59 respondents 
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(47%) had more than five ) ar of v orking experience in other organizat ion before 
join ing th ir current organizat ion. These tat ist ic collect ive1 sugge t that mo t of 
the re pondent were highly educated and experienced : hence, it can be as umed that 
th ir re ponse \vou ld make a valid contribut ion to the results of the study. 
Fifth,  the large t group of respondents ere from publ ic organizations with 
5 0-249 employe (45 organizat ions or 36%), fol lowed by those in organizat ions 
\ ith 1 000 or more employees ( 37  organizat ions or 29.6%), with 500-999 employees 
( 1 9  organizat ions or 1 5 .2%), with 250-499 employees ( 1 8  organizat ions or 1 4 .4%), 
and with 49 or fewer employees (6 organizat ions or 4 . 8%). These statist ics indicate 
that 95 . 2% of the sampled organizat ions repre ent medium to large public-sector 
organizat ions which ha e 50 or more employees; and thus, the results of this study 
are largely based on such organizat ions. 
S ixth, nearly equal numbers of respondents were from organizat ions that 
were establ ished before 1 975 (42 organizations or 33 . 6%) or after 2004 (40 
organizat ions or 32%); 22 organizat ions ( 1 7 .6% ) were establ i shed between 1 995 and 
2004. When looked at as a whole, the respondents came most ly from 85 
organizat ions (68%) that were established before 2004. This kind of  distribut ion 
suggests that the most of partic ipat ing organizat ions were old enough to recognize 
the importance of, or to have, strategic p lanning ( and implementat ion) practices. 
Seventh the descript ive statist ics showed that 53 .6% of the sampled 
organizat ions belong to the Abu Dhabi Emirate, fo l lowed by 1 9.2% 9.6%, 8. 8%, 
4%, 2.4%. and 2 .4% from the Emirates of Dubai, Sharjah, Ras Al Khayamah, 
Ajman, U mm Al Qaywayn, and Al Fujayrah. respect ively. When looked at as a 
who le, most of  the organizat ions part ic ipat ing in this study ( 9 1  organizat ions or 
1'2.  °"0)  were from th Emirate of bu Dhabi and Dubai. Thi stat ist ic i con i tent 
\\ ith the fact that the e t\\"o repre ent the mo t important Emirate in the country for 
locat ing economic acti ities. Furthermore, the results sho\ that 92 organizations 
were 10 al 73 .6%)  wherea 3 3  w re federal (26.4%) . uch results ind icate the high 
part ic ipation of local organization , result ing from the fact that around two thirds of  
the ample which agreed to  prutic ipate worked in local go emment bodies ( i .e .  
1 56/2 1 9= 7 1 . _%) . Moreover, local organizat ions were more interested in sharing the 
re earch results. according to their relative wi l l ingness to give an emai l  address for 
thi purpose. 
6.3.2 Di cussion of Resea rch Question 1 -Variables Affecting the Success of 
Strategic Plan I m plementat ion 
To fuld out whether the four variables at the level s  of strategic p lanning and 
organizat ion employed in this study ( i .e . ,  decentral izat ion of strategic planning, 
personnel commit ment to strategic plan implementat ion. senior management support 
for t rategic p lanning. and importance of  strategic plan) affect implementation 
success. a hypothesis with regard to each of the e factors was developed and tested 
by structural model testing. The results of this assessment are discussed below in 
relat ion to each hypothesis. 
6.3.2. 1 Decentra lizat ion of Strategic P la n n ing and I mplementation Success 
I formulated a hypothesis ( H l )  stat ing that decentralization of strategic 
p lanning has a posit ive impact on the success of strategic plan implementat ion. This 
hypothesis  was based on the fIndings and arguments of previous studies. For 
example, decentralization was found to have inherent advantages, includ ing the 
provision of job sat isfact ion to employees, and to aid the organizat ion in forming an 
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int grat i\'e tructure of authority and power ( com, Ratner. & Crawford, 1 997) .  
irn i larl) , Hrebiniak and Joyce ( 1 984) argue that p lanning s stem and organizational 
de ign are the two dec i ion at the organizat ional level that are critical for trategic 
planning and impl  mentation. Furthermore, Chenhal l  and Morris ( 1 986)  indicate that 
the unpred ictabi l it and ambiguity of events make p lanning (and, by extension, 
implementation) problemat ic and chal lenging. Adopting a decentral ized approach to 
the p lanning proce s (i . . . to planning sy tems and organizat ional design) - that is, 
employ ing a dec ision-mak ing process that is highly partic ipatory with the 
invo l ement of low hierarchical authority - helps organizat ions to combat this 
chal lenging ituat ion ( Waterhou e & Tiessen, 1 978) .  In this regard, Tushman and 
adler ( 1 978 )  propose that the part ic ipat ion of a l l  levels o f  employees in decision 
making or the strategic planning process improves the effectiveness of dec isions and 
p lans. because it a l lows the exchange of informat ion between management and 
subord inates and lowers the possible uncertaint and ambiguity in in1plement ing 
strategic plans. E lbanna (20 1 Ob) also suggests that although managing directors of 
the company have the highest part icipation in the process of strategic p larU1ing, other 
part ic ipants should also have a role in this process if it is to succeed, for example in 
p lanning conunittees and on the board of d irectors of the organizat ion. 
The empirical testing of H l  indicated that decentralizat ion 111 strategic 
p lanning has a posit ive impact on the successfu l  implementat ion of strategic plans, as 
demonstrated by a standard ized est imate of causal path of 0.23 with a P -value 
<0.00 1 .  This fll1ding is consistent with the above arguments and fll1dings. 
More recent studies, which highlight the alue and in1portance of employees' 
part ic ipation in  dec ision making and execution, also offer results that are consistent 
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\\ ith thi rmding in upport o f H l .  I rawanto (20 1 4), for example, present a model of  
decentral izat ion in  trategic dec i ion making, a hown in  Figure 6. 1 .  The mode l 
demon trate that \\ hen an organizat ion conducts part ic ipat ive programs ( through, 
for example. consu ltat ive management. qualit c irc les, suggest ions systems, etc . ) .  it 
can develop employee ' mental and emotional invol ement in dec ision making. uch 
part ic ipat ive program \ ill produce various organizat ional - level outcomes ( i . e . ,  
higher output. better qualit , etc . )  and individual - level outcomes ( i .e . ,  se lf-esteem. 
Ie tre s. etc . ) .  cott -Ladd and Marshal l  (2004 ) also conc lude, as discussed by 
I rawanto ( 20 1 4) .  that employee part ic ipat ion in decision making raises employees' 
organizat ional commitment and job sat isfaction. Through decentral izat ion and 
valuing the iews of emplo ees, employees feel  better off and ult imately help the 
organizat ion to implement the p lans through effective performance. My study seems 
to support these arguments and suggests that the part ic ipat ion of employees in the 
p lanning proces ensure the successful implementation of the formulated p lans. 
PartlL.:ip3tl\ )'Ir(l-grMTh _----L.__ [n\ o[ \ .:ment 
• C m.uJlaLJ\ C managc:rnc.:l1t 
" Qual i t)' e ire Ie 
" ugge tJons sy terns 
" F mployee.- acceptance 
• tenlal 
" Emotional 
Figure 6- 1 :  Employee Part icipat ion Process 
.. rg,aDlLallon 
• Higher OutpUl 
- Better Quahtv 
• _ If �teell1 
Similarly, in a longitudinal study of 583  employees, ielsen and Randal l  
( 20 1 2) considered employee invo lvement as a cruc ial factor for implement ing 
strategic dec isions, and conc luded that employee partic ipation in dec ision making 
u lt imately leads to successful intervent ion ( implementation) outcomes. Kivuva ' s  
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(20 1 5 ) tud) al 0 reinforce my finding on H l .  The author points out that the global 
e on m ha been experienc ing a significant hi ft that is urging organization to 
ad pt inno ati e ay of  addr ing new real it ies related to the marketplace, 
d mography , and techno log . In order to plan and execute new strategies for coping 
,vith these chal lenging change , organizat ional uccess and h igher performance on 
the part of  personnel mu t be maintained ( Kivuva, 20 1 5 ) .  The author suggests that 
indiv idual high performance can be obtained by decentralizing the planning process 
and provid in g  high levels o f  motivat ion ;  and that this mot ivat ion may help managers 
to p lan and moothl implement strategies that are considered imperative for high 
performance in today's  compet it ive environment ( Kivuva, 20 1 5 ) .  
A more recent study that conflfms my findings on H I  was conducted by 
E lbanna and Fado l (20 1 6) ,  who portray employee invo lvement as c learly important 
for the successful  implementat ion of strategic plans in public organizat ions. The 
author review the literature and argue that strategic planning is often crit ic ized on 
the grounds that trategic p lans are formulated and control led by top management 
without t he invo lvement of employees. They c ite the study of Mank ins and Steele 
(2005) .  who indicate that organizat ions attain only 63% of their budgeted fmanc ial 
performance. This unsuccessful attainn1ent of  goals is due to the fact that 95% of 
employees are not given the chance to part icipate in strategic decision making 
( E lbanna & Fado l, 20 1 6) .  
6.3.2.2 Person nel  Com m itmen t  t o  Strategic Plan I m p lementation a n d  
I m p lementat ion Success 
I formulated a hypothesis ( H2 )  stating that person el commitment to strategic 
p lan implementation has a posit ive impact on the success of strategic plan 
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impl  mentation. Thi h pothe i was ba ed on the Endings and arguments of 
pre\ IOU tudie . For example. Doo le et al. ( 2000) ugge t that organizat ions shou ld 
enable management or per onne l to commit them elves to execut ing strategic 
dec i ion and plans fficient l and effecti ely. Alexander ( 1 985 )  also sugge ts that 
team members \\ ho \-vi l l  be carry ing out a strategic plan should be completel aware 
of th plan. knOv. th ir ro le in the p lanning and implementat ion process, and agree 
with al l  members of the team about the plan. (Al l ison & Kaye. 20 1 1 )  warn that, for 
succe fu l implementation. certain issues of strategic plans should be analyzed 
before they are set in motion. such as whether the leaders are ready to put in the 
requ ired t ime. resource . and funds. 
According to Bo lman and Deal ( 1 99 1 ) . personnel in any organizat ion ha e 
three k inds o f  basic needs:  personal needs, economic needs, and social needs. 
Without showing concern for these needs, an organizat ion calmot keep its personnel 
committed to attaining its goals. Furthermore. the organizat ion may face massive 
re istance and lose the chance of successfully implement ing its st rategic p lans if its 
employees are not fully agreed on and conmlitted to a strategic p lanning and 
implementation process. 
More d irect ly. Kohtamaki et al . ( 20 1 2 ) suggest that personnel ' s  commitment 
to the achievement o f  strategic p lans affects the success of the efforts to implement 
them. S im i larly, Guest ( 1 987)  argues that the commitment of persOlmel results in  
e ffec tive ly and efficient ly working toward the goals ( i. e . ,  strategic p lan 
implementation) and increases the engagement of employees. both of which help 
organizat ions to attain the ir goals. 
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The empirical te ting of H2 indicated that personnel commitment to strategic 
plan implementat ion ha a po iti e impact on the succe hl l implementat ion of the 
trategic plan. as demonstrat d by a standard ized e t imate of causal path of 0 .29 with 
a P-value <0.00 I .  Thi finding is consistent with th above arguments and fmdings. 
Other tudie which highl ight the need for personnel commitment to 
implementation al 0 offer re ults that are consi tent with this fmding in support of 
H2.  For example. the tudy of Beer and Eisenstat (2000) supports my fmding. The 
author argue that employee commitment to implementation can be raised 
immen ely if manager en ure the invo lvement of all employees in the process. at 
e\'ery level .  This invo l ement enhances the sense of ownership and being alued in 
the new strategic dec i ion. which great ly increases the commitment of employees. 
imi larly,  my fmding is consistent with those of Brinkschroder (20 1 4) ,  who 
conc ludes that the development of  employee commitment to organizat ional goals and 
key strategic dec isions is necessary in implement ing these strategies. More 
spec i fica l ly .  the author suggests that personal bias and sel f- interest may motivate 
employee not to behave in the interests of the organizat ion as a who le. I f  strategic 
dec isions (or p lans) lead middle- level managers and personnel to bel ieve that their 
own interests wil l be compromised by implement ing a spec ific strategic plan, then 
they wi l l  be l ikely to sabotage. delay. or redirect the implementat ion of that strategic 
p lan. The impl ication is that developing and implementin g  organizat ional plans can 
be a chal lenging task. This chal lenge can be mit igated by al igning the interests of the 
organizat ion and its employees. Congruence between the two is necessary for 
implement ing strategic p lans successful ly and can be achieved by generat ing high 
levels of motivat ion and commitment among employees and middle management . 
6.3.2.3 enior  M anaoement uppo rt for trategic Plan and I m plem entation 
ucce 
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r formulated a hypothe i ( H 3 )  tating that nior management support for the 
trategic plan has a po it i e impact on the success of strategic plan implementat ion. 
Thi hypothe i wa ba ed on the findings and arguments of previous studies 
highl ight ing the value of senior management support in all phases of the operations 
of organizat ions. tarting from the planning of operat ional and strategic act ivit ies and 
end ing with the ucces fu l implementat ion of strategic plans (e .g . ,  obe l  & Mokwa. 
1 999: E lbanna. 2008) .  Elbanna ( 2008). for example, fmds that top management 
part ic ipation (which can be viewed as a form of senior management support) in 
t rategic planning enhances its effecti eness. 
One aspect of the Arab cu lture is that it has high power distance (Hofstede, 
200 1 ) . However, recent studies ( u liman and Al Kathairi, 20 1 3 ) stress that that some 
improvement and evo lution are bel ieved to ha e ensued to shorten the distance 
between management and staff. as can be noticed in the gradual empowerment in the 
UAE organizat ions. 
I c la im that the above arguments and find ings could also hold for the 
implementation process, as indicated by Sumner ( 1 999), who suggests that strategic 
p lans should be duly approved ( supported) by senior management ; by Maxwel l  et al .  
( 1 997) .  who argue that the adherence and conm1itment of senior managers to the 
strategic planning o f  the organization has a positive and strong influence on the 
imp lementation process and hence the success of these implementation procedures; 
and by Howel l  and Cost ley (2006), among others, who suggest that leaders should 
provide the requ ired emphasis to motivate their strategy team or implementers and 
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bui ld a en e of owning the strateg , accountabil ity, and staff comm itm nt in the 
imp lementation pha e ( Hrebin iak, 2005) .  
imilarl , a cording to  Brenes e t  a1. (2008),  i t  has been found that 9 1  % of 
mo t ucce sfu l  companies bel ie e that i t  is of critical importance to ident ify a 
eparate team for the purpo e of implement ing the strategy. I n  contrast with this 
tat ist ic. among the companies which are les uccessful, this figure is only 60%. 
Thi c learl sho\. that a eparate management team is engaged not only in the 
de\"e lopment of strategy. but a lso in ensuring that the strategy is implemented 
ucce fu l ly .  This team ha many tasks, for example, motivat ing the employees. 
conducting the training that they require, devising an incentive system in accordance 
with the new strategy, etc. I n  other words, the team must ensure that employees cab 
assoc iate long-term company strategy with the short-term or daily act ivit ies of the 
employees. 
Addit ional ly. Masi lamony (20 1 0 ). in defining some of the success and fai lure 
factors of strategy implementation, ident ifies leadership ( and. by extens ion. 
leadership support ) as one of  the success factors. Moreover, Hartono et aI .  (20 1 0) 
conc lude that t he support of  senior or top management is a critical success factor for 
improving the performance of  an organization, part icularly in a l igning p lans with 
organizat ional variables and deepening the commitment of employees to attaining 
the successful imp lementat ion of plans. 
The empirical testing of H3 indicated that senior management support for 
imp lementing the strategic plan has a posit ive impact on the successful 
implementation of this plan, as demonstrated by a standardized est imate of the causal 
path of  0 . 1 8  with a P- alue <0.0 1 .  This finding 
argum nt and findings. 
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consistent with the above 
Moreover, this find ing al 0 re inforces those of other studies, which highl ight 
the \ alue of  enior management support for ( the formulation and implementat ion of) 
trategic p lans (e .g . ,  Crittenden & Crittenden. 2008; Gal l iers. 1 99 1 ;  Brinkschroder, 
20 1 4 ; E lbarma & Fado l. 20 1 6 ) .  Crittenden & Crittenden (2008), for example, argue 
that in order to imp lement strategies successful ly, a senior manager must be an 
effect ive. competent , contribut ing, and capable e ecutive. S imi larly, Gal l iers (1 99 1 ) 
ugge ts that sen ior or top-level ieadership' s wi l l ingness to conduct market ing 
re earch and hire consulting ervices ( i .e . .  its support for strategic plans) can lead to 
succe fu l  formulat ion and implementat ion of the organizat ion ' s  strategic dec isions. 
I n  addit ion. many scho lars have supported the VIew that the important 
figurehead role of top management is to be invo lved in the strategy implementation 
process; this is crit ical for success. However, many writers do not have adequate 
empirical data to support it ( Smith and Kofron, 1 996) .  For example, Hrebiniak and 
now ( 1 982) showed in their study that the process of interact ion and part ic ipat ion 
among the top management team leads to greater commitment to the firm's goals and 
strategies. This in tum ensures that the ident ified strategy of the company is 
successfully implemented (c ited in Dess and Priem, 1 995) .  
Moreover, Schmidt and Brauer ( 2006) emphasize the role played by the 
board o f  d irectors in strategy imp lementation and d iscuss methods of assessing the 
e ffect iveness o f  this board in strategy imp lementation. Schaap ( 2006) has a lso 
focused on the relat ionship between the behavior and invo l ement of higher leve l 
management in a company and the success of the strategy implementation process. 
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I I wev r. hi stud ha ome\\ hat mixed fmding , sho\ ing that only the higher leve l 
manag r who were alread trained in the ski l ls  of trategic management or planning 
and implementat ion were able to show a posit ive outcome. Therefore, more 
empirical e idence i required to draw any conclu ions about the ro le played by the 
higher level management in the field of strategy implementat ion. 
imi larly.  Brinkschroder (20 1 4) explores the advice that leaders need to 
tackle a variety of i sue during implementat ion, such as resistance from their 
employee . creat ing consensus among organizat ional members, and al locat ing 
appropriate resource . This author suggests that the ro le of a leader is o f  great 
importance for any organizat ion and the implementation o f  its strategies. Tuslunan, 
rnith, Wood. Westerman and O'Re i l ly ' s  (20 1 0) study also reinforces the not ion that 
leaders' support is necessary for implement ing strategic p lans and moti at ing 
employees to execute such plans. The authors argue that the process of strategic 
dec ision implementation is ruled by the leaders of the organizat ion. The leaders have 
to ensure that employee commitment is maintained during the implementat ion 
process so that the personnel may support and enthusiast ical ly execute the strategies 
formulated to attain the organizat ion 's  goals. 
My flnding on H 3  is also consistent with that of a more recent study 
conducted by E lbanna and Fadol ( 20 1 6) .  These authors invest igated the role of top 
management in the decision making and implementation of the organizat ion 's  
strategies .  They argue that although i t  i s  important to invo lve middle managers and 
employees in the strategic dec ision-making process, the invo lvement of top- leve l 
management is integral to success in  implementing strategic decisions. Their result s 
ind icate that the comprehensiveness of  strategic p lan implementat ion is affected by 
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the partic ipation o f  emplo ee as wel l  as top-level management (and their political 
bcha\'i r :  that i , th ir upport or re istance regarding trategic dec isions) . 
6.3.2A I m po rtance of t f'a tegic P lan and I m plementation Succe 
formulated a hypoth i ( H4)  stating that the importance of  the trategic 
plan ha a posit ive impact on the succes of strategic p lan implementat ion. This 
hyp the is was ba ed on the fmdings and arguments of previous tudies. For 
e ample. Hrebiniak ( 2006) argues that the execut ion of a trategic plan requires more 
attent ion and resources than its formulat ion does. This may apply even to important 
strategic plans. A trategic plan can be cal led important because of its perceived 
potent ial consequences for the organization. Accord ing to oble and Mokwa ( 1 999). 
for any organization. the strategic plan is significant if  it c learly defmes the purpose 
of the organizat ion and is an outcome of the negotiat ion process between functional 
area and the top management . 
I argued that if  a part icular strategic plan is perceived as important for the 
organizat ion. it wi l l  receive more commitment and support from employees and 
senior managers. eventually increasing the success of its inlplementat ion. 
The empirical test ing of H4 indicated that the importance of a strategic plan is 
not significant ly assoc iated with its implementation success, as demonstrated by a 
standardized est imate of  a causal path o f  0 .08 with a P-value >0.05 .  This fmding, 
which is statist ical ly insignificant, suggests that the sampled organizat ions perceived 
the importance of the ir strategic p lans as pari of their daily or routine practice; that is, 
they were a lready tak ing their strategic p lans seriously. Therefore, the inlportance of 
the strategic p lan has no spec ial influence on the success o f  the plan ' s  
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impJem ntat ion. The in igni ftcant role o f  plan importance may be due to the fact that 
trategic plan are u ually p rceived a very important and hence the variation in the 
an wers o f  re pondent wa not ufficient to show significant d ifferences ( E Jbanna, 
20 1 0a) . 
The fact that the strategic plan ' s  importance is not a factor that could 
in fluence the ucce of  trategic plan implementation should not be urpnsmg, 
becau e the ucce sful implementation of strategic p lans is not an option for public-
ector organizat ions in the UAE, since such organizat ions are always accountable for 
the ir plan to'ward higher government bodies or authorities. 
6.3.3 Discus ion of Resea rch Question 2-I mplementation Success and 
O rgan izat ional  Perfo rmance 
I formulated a hypothesis ( H S )  stating that the success of strategic plan 
implementat ion  posit ively affects organizat ional performance.  This hypothesis was 
ba ed on the findings and arguments of previous studies po int ing to the exi tence of  
indirect and d irect assoc iat ions between the success of in1plementat ion and 
organizat ional performance, as detailed in Chapter 2 .  
More spec ifically, past studies argue that implementat ion success posit ively 
affects organizat ional performance. espec ial ly when the characteristics of the 
planning and implementat ion process are al igned with various environmental ( i . e  . .  
uncertainty) or  organizat ional domains ( i .e . ,  structure) .  This view i s  consistent with 
cont ingency theory and suggests that the posit ive assoc iation between 
implementation success and performance may vary, depending upon the 
conceptualizat ion o f  the characterist ics of strategic p lanning and the implementation 
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well  a tho e o f  the environment ( Kukalis. 1 99 1 ; PowelL 1 992 : 
\ indarajan. 1 988) .  
Pa  t tudies al 0 ugge t a more direct a ociation between implementation 
uc s and organizat ional performance, forming th basis of H5 .  Mil ler and 
ard inal ( 1 994), for example, suggest that strategic planning implementat ion 
produce b tter fmanc ial re ult for the organizat ion. Ansoff ( 1 99 1 ) a lso argues that 
implement ing strategic plans successfully leads to better results overal l  for the 
organizat ion. imi larl . Thompson and Strickland (200 1 .  p. 1 7 ) succinct ly state that 
·'the better conceived a company' s strategy and the more competent ly it is executed, 
the more l ikely that the company wi l l  be a standout performer in the market place." 
G iven the scarc ity of  research into the existence of an association in Middle 
Eastern and Gulf countries between implementation success and performance, the 
pre ent study set out to explore tlus l ink by formulating H5 to c laim that the 
successful  implementat ion o f  strategic p lans wi l l  have a posit ive impact on 
organizat ional performance in government-sector organizat ions of the UAE. 
The empirical test ing of H 5  revealed that implementation success has a very 
strong impact on organizational performance, as demonstrated by a standard ized 
est imate o f  the causal path of 0.44 with a P -value <0.00 1 .  This fInding is consistent 
with the arguments in ear l ier studies ment ioned above. I t  also reinforces the 
arguments and fIndings of some other studies point ing out that organizat ional 
performance does not depend on the quality of the strategy alone, but also on the 
successful implementation of strategic p lans (e .g . ,  Govindarajan. 1 988 :  Anthony & 
Govindarajan, 2003 ; Hatten et aI . ,  2004 ; Thompson and Strickland. 200 1 )  and those 
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ugge l ing that undervaluine trateg) implementation lead to poor performance 
( .g .. Andrew et aI . .  20 1 1 :  Hrebiniak. 2005 �  utt, 1 999) .  
6.3 .... Oi  e ll  ion of Re earch Que tion 3-Key Cha l lenges of I m plementation 
To ident ify th ke challenges or ob tac le facing public organizations in the 
AE in real izing th ir trategic plans successful ly, the frequency distribution of 
implementation chal lenge was anal zed, as reported in the Tables 5 . 1 0  and 5 . 1 1 .  
The re ults show that the ix biggest implementation chal lenges for the sampled 
organizat ion were "absence of a strategy-incent ive l inkage" (with a mean score of 
3 .47) .  fo l lowed by "competing/other act i it ies distracting attention" (with a mean 
score of 3 . 1 8) .  "poor init iat ive and project management knowledge and ski l ls" (with 
a mean score of 3 .02) .  "uncontro l lable external factors" (with a mean score of 3 . 02) ,  
"inappropriate organizat ional structure" (with a mean score of 3 .0 1 ), and 
" overlapping  mandate , roles. and responsibi l it ies" (with a mean score of 2.98 ) .  I n  
addit ion. i t  was found that the organizat ions with 250-499 employees are the ones 
that most frequent ly face  problems (20 out of 25 obstacles scored 3 or above) . Then. 
organizat ions with 500-999 employees face 1 0  obstacles, whereas organizations with 
1 000 or more emp loyees face fewer chal lenges, in fact only 3 .  This is because, up to 
a certa in point. cha l lenges to the strategic plan grow as the organizat ion size 
increases. The obstac les to organizat ions with 1 000 or more employees are worth 
highl ight ing, since such big organizat ions probably important publ ic organizations 
which are responsible for de l ivering key public services to the UAE community ; 
these obstac les are : ( 1 )  absence of strategy-incent ives l inkage ; ( 2 )  competing/other 
activities distract ing  attention away from strategic plan implementat ion; and ( 3 )  our 
organizat ional structure being inappropriate to our strategic plan. 
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I n  add it ion, the re ult ind icate the five challenge with the least impact on 
trategic plan implementat ion a " und filled/unc lear re pan ibi l it ies of  emplo) ees" 
( \-"ith a mean core of 2 . 53 ), ' poorly defm d key implementation act ivitie " (with a 
mean core of  2 .65 ) ,  "inact ivity or poor part ic ipat ion of organizat ional member in 
developing trategic plan " ( with a mean scar of 2 .69), " unc lear or poorl 
under toad obj ct ives/goals by employees" (with a mean score of 2 . 72 ) , and 
" ' in ufficient capabi l it ie o f  trategy people" (with a mean score of 2 . 72 ) .  These 
re ult have many impl icat ions for policy makers and practit ioners in a ercoming the 
chal lenge fac ing the implementation of strategic plans and hence enhanc ing the ro le 
of trategic p lanning in in1proving the performance of the UAE public-sector 
organizat ion . For example. the UAE public-sector organizations need to l ink 
incent ive and performance apprai al systems to the success in execut ing their 
trategic p lans. 
6.3.5 Discussion of Re earch Question 4-Commonly U sed Strategic Planning 
Tools 
To ident ify t he common strategic too ls used in the U AE publ ic-sector 
organizat ions, the frequency distribut ion of the use of strategic p lanning tools by the 
sampled organizat ions was analyzed, as reported in Table 5 . 1 2. Simi lar to Elbanna 
( 20 1 3 ), the results indicate that SWOT analysis is  the most conunonly used strategic 
planning too l, with a mean score of 4 . 26, fol lowed equal ly by benclunarking, gap 
analysis, and E FQM, each with a mean score of 3 .90. However, BSC, stakeholder 
analysis. and PESTEL analysis are the least used p lannin g tools with mean scores of 
3 . 84, 3 . 83 ,  and 3 . 82 .  respect ive ly. 
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The resu lts further indicate that WOT i mostl used b ' organizations that 
emplo) 500 or m re taff. More spec i fically. 78 (62 .4%) of the re ponding 
organizat ion that use WOT anal i employed 500 or more people ( see appendix 
4) .  uggest ing that bigger organizat ions are keener to use strategic analysis tools for 
d "e loping their plan . 
6.3.6 D i  cus  ion of  Resea rch Question 5-M anagerial  I mplications 
Thi study ho lds severa l impl icat ions for policy makers and managers of 
public rganizat ion . spec ifica l l  those in the UAE. 
The first and most far-reaching impl ication derives from the find ing that 
implementation succes positivel affects organizational performance. This fmding 
sugge ts t hat fOffi1ulat ing sound p lans is not by itse lf enough for high performance, 
and that the major chal lenge is to implement these plans appropriately and 
ucce sful ly (A ldehayyat et a l . .  20 1 1 ) . Even though many experienced and 
ucce sful managers tate that . execution is everyth ing:' considerabl more 
resources and t ime are a l located in pract ice to the formulat ion process than the 
implementation process ( Rosier. Morgan, & Cadogan, 20 1 0 ' Bossidy et a l . ,  2002) .  I n  
fact. most fai lures in the strategic p lanning process are due to  the poor 
implementation of strategic plans utt, 1 999). My study provides empirical support 
for these arguments and observat ions, and draws the attent ion of policy makers and 
managers of the U AE publ ic-sector organizations to the importance of the 
implementation process and its impact on organizational performance. 
The second impl icat ion is based on the finding that implementat ion success is 
posit ively related to three of the four variables examined:  decentral ization of 
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trategic planning. p r onnel commitment to trategic plan implementation, and 
nIor management support for the trategic plan. These fIndings sugge t that 
manager and policy makers of the UAE 's  public -sector organizations who wish to 
achie \ e higher performance hou ld invest extra effort into ensuring that their effort 
in implementat ion succeed . 
The third impl ication is that en unng the commitment and support of 
employee and managers. not only with regard to the implementat ion process but 
al 0 the planning process, can fac il itate the successful implementation of strategic 
p lan ( E lbanna et al .. 20 1 4 ) .  In this regard. my results po int to the importance of  
con idering the social. financial. and personal needs of  a l l  t he human beings in the 
organization, so a to generate their h igh levels of cOfnn1 itment and SUppOlt when it 
comes to the fom1Ulation and implementat ion of strategic plans. 
Taken together. my fIndings suggest that the three factors with significant and 
posit ive impacts on implementat ion success ( i .e  . .  decentral ization of the strategic 
p lanning process. personnel cOfnn1itment, and senior management support) need to 
rece ive the attention o f  management and po licy makers. My study fulther suggests 
that paying attention to these factors can help pol icy makers and managers of the 
AE public organizat ions to develop and implement their strategic p lans effect ively, 
and, thus, u lt imately to improve organizat ional performance. S ince the strategic 
planning pract ices in the UAE are stil l  in a moderate phase ( E lbalma, 20 1 3 ), this 
study is t imely for today ' s  po licy makers and executives working in the country's  
public-sector organizations. 
The fourth impl ication is that the most signifIcant and common cha l lenges 
fac ing publ ic sector bodies in the UAE are as fo l lows: ( 1 )  the absence o f  strategy-
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incent ives l inkage; ( 2 )  compet ing/other acti ities distracting attention away from 
trategic plan implementati n: ( 3 )  poor init iat ive and project management knowledge 
and k i l l : ( 4 )  uncontrol lable factor in the external environmental with a negat i e 
impact on implementation; and ( 5 )  our organizat ional tructure being inappropriate 
to our trategic plan. I n  many organizat ions in the public sector such as local entities 
m bu Dhabi, reward ystems have been banned ince 2007 .  Pol icy makers should 
review the current pract ice regarding incenti e polic ies across the UAB in light of 
int rnational practice, to prevent it from impairing the successful implementat ion o f  
strategy. I n  the same way, management i s  required to plan wel l  and consider external 
factors as part of  their plannin g process, provid ing mit igat ion plans to reduce the 
impact of  e>.'ternal events on their plan. They also need to define and set out their task 
priorit izat ion c learly to their teams in order to avo id their key members becoming 
d istract ing by tasks of less value that could d istract them from pursuing the 
organizat ion ' s  strategic init iat ives. Addit ional ly, managers should provide sufficient 
materials, and on-job training in the init iat ive and project management area since 
this is considered as an undeveloped area of expert ise in their teams. To conc lude, 
organizat ional structure is another chal lenge current ly hindering organizat ions' 
strategic plans. Pol icy makers have to review and align the structure of public 
organizat ions with their strategy since such authority is designated at the level of the 
pol icy makers. 
The fifth managerial impl icat ion is that, although few challenges are made to 
publ ic organizations in the U AB. policy and dec ision makers should pay attent ion to 
more than the top 5 chal lenges. The fmd ings of the present research show that 1 2  
cha l lenges score above the median of 2 . 85 .  Therefore, members of  management are 
strongly recommended to in1prove their p lanning processes, pol ic ies, leadership 
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k i l l . management of takeho lders. etc .  to avoid the significance of the ne ::t ( 7) 
cha l lenge that may be encount red in the near future. The first 1 2  chal lenges run 
from " ab ence of a trateg -incenti es linkage" on the l ist to "poor sharing and 
communication (by the organizat ion) of strategic plans with stakeholders and vice 
\"er a". 
The iX1h impl icat ion is that this study found that organizations with 250-499 
employees are the ones that most frequently face problems (20 out 25 obstacles) . It 
v. a found that. up to a certain po int, chal lenges to the strategic plan increase as the 
organizat ion grows. 0 public organizat ions' management and po licy makers should 
note the abo e find ings in order to tackle the many issues that challenge medium 
sized organizat ions. I n  addit ion. although fewer obstacles are reported for 
organizat ions with 1 000 or more employees. it is extremely important not to neglect 
them. since organizat ions of such size are considered ital for del ivering key 
community services to the UAE public .  Their obstac les are : ( 1 )  absence of strategy­
incent ives l i nkage: ( 2 )  compet ing/other activities distracting attention away from 
trategic plan imp lementat ion ;  and ( 3 )  our organizat ional st ructure being 
inappropriate to our strategic plan .  I t  is essential to provide appropriate solut ions to 
combat such cha l lenges and ensure the successful implementation of strategic plans 
within the E mirates' government bod ies. To be more spec ific, dec ision  makers or 
pol icy makers in  such organizat ions are expected to tackle these three issues by 
assessing their current incentive po lic ies and benchmark them with internat ional 
practices. a l igning the organizat ional structure with i ts strategic plan and paying 
careful  attention to the key act ivit ies, which add tangible value by achieving the 
nat ion 's  strategic object ives and eventually its vision. 
Final l  " the 
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nth implication is that the abo e re earch re ult al 0 update 
fI r pol icy maker and dec ision makers what trategic p lanning tools are in  
commonly u e m the E public organizat ions (e .g .  that of WOT analysis). 
Moreo r, it provide u eful information about the general awareness of the publ ic 
ctor in u ing other tool . 
6.4 Theoretical  Contribution of the Study 
This stud contributes to the l iterature on strategy implementation ( and on 
strategic management. generally peaking) in several ways. F irst, my study enhances 
the knowledge of trateg implementat ion .  Even though the issue of strategy 
implementation has recent ly been receiving greater attention from scho lars (e .g . ,  
E lbanna et  a l . .  20 1 4 � E lbanna & Fado l, 20 1 6) ,  most studies in the literature on 
strategic planning st i l l  focus on strategic planning per se. Therefore, my study 
contributes to the strategic p lanning l iterature in a valuable way. 
econd. pre ious research on strategic planning and strategy implementation 
has mainly focused on strategic management processes in private -sector 
organizat ions (e .g . ,  Hakirnpoor, 20 1 4) .  Very few studies (e .g . ,  E lbanna et aL 20 1 6) 
have focused on publ ic-sector organizat ions. Therefore, by invest igat ing strategic 
planning implementat ion in public -sector organizations, a rarely researched sample. 
my study adds to the existing but l imited amount of knowledge about strategy 
implementation in such organizat ions. As pointed out by Grant (2003 ) ,  studying 
strategic planning and implementation in public -sector organizations sheds l ight on 
these bodies and helps to ensure the accountabi lity and wel l-being of the public at the 
nat ional leve l .  
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Third, m) tudy inform cho lars about what affects implementat ion succes 
and \\- hether implementation ucce s affect organizat ional performance, � hich are 
both Ie -re earched area (e .g .  haimankong & PrasertsakuL 20 1 2 ;  Elbanna, 
ndrew and Rai l i, 20 1 6 ; Kaplan & orton, 200 1 :  Kazmi 2008 ; Kruger, 1 996) . 
Fourth. my tud i one of the few that empirically explore the relat ionships 
between implementation succes , its hypothesized antecedents ( i .e. the 
decentral izat ion of the strategic planning proce s, personnel commitment to the 
trategic plan. the importance of the strategic p lan, and senior management support) ,  
and organizat ional performance. 
Fifth, this tudy i the fIrst to explore the key chal lenges fac ing public 
organizat ions in t he UAE.  In  add it ion, it adds to the obstacles or problems that were 
ident ified ear l ier by A lexander ( 1 985 ) .  While AI-Ghamdi ' s  study ( 1 998)  and that of  
Aldehayyat and Anchor ( 20 1 0) adopted Alexander 's  l ist of 1 5  obstacles. the present 
study adds 1 0. This addition is worth mentionin g  since the top 5 key challenges is 
made up of 3 from the present study' S  l ist of  1 0  and only 2 from Alexander' s study. 
The top 5 key chal lenges chosen by the sample are as fo l lows: ( 1 )  the absence of a 
strategy-incent ives l inkage; ( 2 )  competing/other act ivit ies distracting attention away 
from strategic p lan implementat ion ;  ( 3 )  poor init iat ive and project management 
knowledge and ski l ls ;  (4 )  uncontrol lable factors in the external environmental with a 
negat ive impact on implementation; and ( 5 )  our organizational structure being 
inappropriate to our strategic p lan. 
S ixth, a number of studies have looked at the factors affect ing strategic plan 
implementation by focusing on top-level management . However, studies have not 
o ften focused on non-management personnel and lower managers, to exp lore if and 
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ho\\ the c peopl ar re latcd to the succe s of the implem ntat ion of  strategic plan 
(e .g .  E lbanna, ndrew and Rai l i, 20 1 6 ; L i  et al .  ,2008 ; oble, 1 999b; 
Gr" nroo , 1 98 - ) .  Therefore. empirical testing of  the impact of these ent i t ies on 
trat gic planning and implementation i sti l l  needed. My stud enhances m 
knowledge in thi r gard. 
Final l . trategic plarming or strategy implementation ( in a more general 
en e, the trategic management process) has attracted the attention of researchers 
throughout the past few decades. But the result ing studies have been conducted 
main ly in Western countrie (e .g . ,  the U A the U K) and have largely neglected non­
We tern countrie (e .g . ,  Arab countries. such as the UAE) .  By conducting detailed 
research in the UAE, m tudy fi l ls this gap in the l iterature. 
6.5 Limitat ions and F u t u re Resea rch 
This  research carries several l im itat ions, which could be remedied by further 
research in this area. The first l imitat ion, which is mainly due to the l imited t ime 
avai lable for complet ing the research. is that the study used cross-sectional data, a 
type of data co l lected from part icipants at much the same t ime, without 
acknowledging that the re lat ionships postulated in this study are dynamic and may 
change over t ime .  The l im itat ion of this kind of data is that they do not al low 
researchers to construct rigorous inferences about the postulated causal effects 
among the variables of interest. In other words, using cross-sectional data is not a 
r igorous way o f  test ing causal effects. For this reason, future researchers may 
cons ider using qual itat ive methods in-depth investigat ion, face-to-face interviews or 
focus groups to address the 'why' quest ions, or longitudinal data to more accurately 
capture the relat ionships postulated in this study over a longer period .  
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ue t ionnaire translation from original language to another language could 
be an area for improv m nt in future research .  I t  is ad vi able to use back translation 
n ure th high quality of the translation of instrument . 
Although this tudy encompa ses results that he lp readers to understand the 
extent to which strategic planning and implementat ion in the UAE public 
organizat ion are u ed, with a sample of a single respondent per organizat ion, future 
re earch might be wel l  ad ised to consider sampling several respondents per 
organizat ion in order to enrich and enhance the comprehensiveness of the results and 
quality o f  the fmding ( Aldehayyat & Anchor, 20 1 0) .  This is considered its second 
l im itat ion. 
The third l imitation is that this study considered a sample of government ­
ector organizat ions, which repre ent arolmd 43% of the publ ic organizations in the 
AE . I n  addition, its fmdings may not be general izable to the Gulf countries even 
though they share common regional cond it ions (e .g .  of geographical locat ion. 
economics. pol it ics, re ligion, culture . etc . ) . The same appl ies to other contexts, since 
the results from d issimilar settings may vary. I n  addit ion, inc luding more 
organizat ions from other areas, such as semi -government organizat ions from the 
oi l/gas sector and the pri ate sector, might be more representative to generalize ii-om 
within the U AE context . Moreover, it is important to capture data ii-om ftrms in other 
industries ( i .e .  tourism, health, education. etc . )  to help understand if and how 
go ernrnent organizat ions and semi-government organizat ions or based on different 
sectors d iffer in terms o f  their implementation practices and the factors influenc ing 
the implementat ion process, which, in turn, would improve the general izabi l ity of the 
results across the UAE and provide more detail and insights. The above suggests that 
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thi re earch hould be replicated and Xl nded to other sector and regions in order 
to ompar future finding in d ifferent countries " ith the present find ings ( Katheeri. 
20 1 6) .  
The fourth l imitation i s  that Section 2 . 5 .6 of the present study u ed 
organizat ion ize and environmental muni ficence, as control  variables. Organizat ion 
ize is normal !  used as a control variable. I t  shows that in small  organizations 
management can instant ly develop and execute strategy, whereas decision makers in 
bigger organizat ion , need more strategic dec ision-management processes to 
art iculate and implement t rategy (e .g . .  Hart & Banbury J 994 : Snyman & Drew 
.2003) .  Environmental munificence is an important factor to control  in the UAE .  
con idering its muni ficent environment and the slack i n  its resources ( E lbanna, 20 1 2  
& 20 1 3 ) .  I n  addit ion. given the t imeframe to complete the current study and the 
capacit of the thesis. it was recommended to use both as control  variables. Although 
hypotheses about organizat ion size were not sUPPolied, environmental muni ficence 
wa found to ha e an effect in the present study . Hence the use of environmental 
munificence as a moderator rather than a control variable, may be evaluated in future 
research ( Katheeri. 20 1 6) .  
The fifth l imitat ion is that this study drew its l iterature for review mainly 
from secondary data and from such databases as Wiley I ntersc ience, JSTOR. 
ScienceDirect ,  ProQuest ABI ,  and E BSCOhost (through UAEU l ibrary student user 
access) . Hence. it is possible that significant viewpoints on successful  
implementation have been neg lected. I n  addit ion. the literature review was based on 
a number o f  basic keywords and phrases, inc luding "strategy/strategic plan 
execut ion," ' st rategy/strategic plan implementat ion," 'strategy implementation 
chal lenge /problem ," . . trategic deci ion 
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chal lenges/pro blem ." 
"implementat ion/ trat gic plan implementat ion barrier ," "implementat ion/strategic 
plan imp lementation u ce factors, " '  and " strategy implementat ion/strategic plan 
imp lementation fai lure." Thi may have resulted in a fai lure to detect all the studies 
that are r lated to trategic plan implementation but ha e used d ifferent 
( combinat ions of) keY'vvords. 
F inal l  , a  iX1h l imitat ion may also be noted in that this study considered a 
l imit d number o f  variables ( namely, decentral izat ion of strategic plarul ing. 
per onnel commitment to trategic plan implementation, senior management upport 
for the trategic p lan, and the importance o f  the strategic plan) as the antecedents of 
the succe sful implementation of strategic plans, which were hypothesized to affect 
organizat ional performance. 
Future studies may consider employing more variables or do more in-depth 
analysis at the strategic plan level (e .g . ,  the formal ity  or informality of strategic 
p lans, etc . ) ,  organizat ional level (e .g  . . slack resources, the control mechanisms of  
strategic p lans, etc . )  and/or envirolUTIental level (e .g . ,  host i l ity uncertainty, 
dynamism, etc . )  ( see for example, Elbanna, 20 1 2; E lbanna & Gherib. 20 1 2; 
Hodgkinson, Whitt ington. Johnson & Schwarz, 2006), which may have an impact 
e ither on implementat ion success and/or on the dependent variable ( i.e . ,  
organizational performance) . Such an approach would provide po licy makers and 
managers with a more complete p icture of the determinants of successful 
implementat ion  and organizat ional performance. 
Furthermore. t he current research can be extended to make a comparative 
study o f  federal and local pract ices by using appropriate data analysis methods that 
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fit the ample ize [or both. The finding may ar between the two categorie and 
thi � i l l  help po l ic)' maker and manager in the mirates to react and impro e their 
practic effect ively .  
Moreo r, the find ings about the 2S  implementat ion obstac les can be 
extended for future re earch b further examining them or by exploring relationships 
b t\\'een inlpl  mentation obstac les and other factors. 
Future re earchers may also consider making a thorough analysis of the UAE 
public- ector organizat ions to fmd the percentage of successful  or fai led 
implementation o f  strategic plans or strategic init iat ives. This k ind of inquiry would 
require another re earch object ive to be added to the current study; namel , to 
mea ure the overa l l  success of the execut ion of strategic plans in achieving the 
AE ' V ision 202 1 .  This may be a very important object ive that would help policy 
makers and top managers of  the UAE public organizations to understand what 
init iat ives they have to focus on in a l igning their organizat ions with the UAE 's  
V ision 202 1 ,  since publ ic organizat ions are l ikely to  have a major impact on  
achieving the country ' s  vision. This i s  cruc ial too since the count ry ' s  vision is dri en  
a t  president ial level. H is H ighness Shaikh Mohammad B in Rashid Al Maktoum 
V ice-President and Prime Minister of the U AE and Ruler of Dubai answered : " We 
want to be number one" in response to a question from the CNN Anchor Erin Burnett 
about his aspirat ions for the UAE ( December 29, 20 1 1 ) . This answer has constant ly 
been handed down to public or higher authorit ies as a benchmark. An invest igat ion 
of this k ind would be unique, since to the author's knowledge no such research has 
so far been init iated. 
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6.6 onclu ion 
indicated in Chapter 1 .  tlus the is is mainly aimed at ( 1 )  studying the 
impact of four d iff! rent factors ( i . e . ,  decentral izat ion of strategic planning, per onne l 
COIlU11 itment to trategic plan implementat ion, enior management support for the 
trategic plan. and the importance of the trategic plan) on the success of the 
implementation of trategic plans: ( 2 )  evaluating whether the success of the 
imp lementation of trategic plans affects organizational performance; ( 3 )  ident ifying 
the key chal lenge or obstacles imped ing the public orgaIuzat ions in the UAE from 
realizing their t rategic plan successfully:  (4 )  ident ifying the strategic tools 
conU110nly u ed by the UAE public-sector organizat ions; and ( 5 )  providing 
recommendat ions for po licy makers and managers of public -sector organizat ions in 
the UAE on the trategic plan and the various levels of the organizat ion. 
This chapter has di  cussed the study finding in relat ion to each of these 
research object ives. after providing an overview of the descript ive statist ics of the 
respondents and responding organizat ions, in terms of  various demographic and 
background variables. To answer the first two research questions, a total of five 
hypotheses were developed and tested by path analysis. The results provided support 
for a l l  the hypotheses except H4 .  More spec ifical ly, the fmdings demonstrated that, 
of the four variables examined, three ( i . e . ,  decentral izat ion of strategic planning, 
personne l commitment to strategic p lan implementation, and senior management 
support for the strategic plan) posit ively affect implementation success, and that 
implementation success posit ively affects organizational performance. 
To aIlSWer the third and fourth research quest ions, the frequency distribution 
of the key implementation chal lenges and strategic planning tools were analyzed. To 
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an \\I er the fifth re earch que t ion, the tudy re ults were evaluated in l ight of the 
di  cu ions and fmding in pre ious tudie , and ome recommendations were 
provided {; r pol icy maker and managers o f  the UAE public organizat ions which 
may help them to improve their strategic management pract ices. 
Final ly. thi chapter identified some l imitat ions of this study and provided 
future re earch avenues. In this regard, it was suggested that future research might 
con ider col lecting qualitat ive or longitud ina l  data and conducting a comparat ive 
tud) o f  public organizations and semi-government organizat ions, to evaluate if and 
ho\.\. the e two categories d iffer in their implementat ion process. The researcher is 
hopeful that this thesi wi l l  draw the attent ion of more researchers to this highly 
ignificant. yet rarely researched domain of  strategic management . 
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Please ind icate t he extent to whic h  
you agree 0 1'  d i  agree t hat the  
trongly S t rongly Q l fol lo\ ing  tatement de cr ibe t he D isagree Neut ral  Agree 
decent ralization a pect I D  yo u r  d i  agree agree 
organizatio n :  
I n  oLi r organizat i n. idea are 
com mLi n icated and integrated in the 
I proce of trategic p lann ing at a l l  I 2- 3 4 5 
level of the organ izat iona l 
h i erarch) . 
Kno\\ ledge from bu in un i t  or 
2 funct iona I department IS used and 2 3 int  grated in the proces of strategic 1 4 5 
plann ing at top management level .  
I n  the proce of strategic p lann ing, 
3 information I hared across the I 2 3 4 5 
organ izat ion. 
The bu iness un its or funct iona l 
4 depaliment i ncorporate their know- 1 2 3 4 5 ho\\ into the proce s of strategic 
p lann ing. 
Please ind icate t he extent to which  
Strongly D isagre Strongly Q2 you ag ree or  d isagree wi th  the  Neut ra l  Agree 
fol lowino statements:  d isagree e agree 
I t  i c lear that en ior management 
1 wants t h i  t rategic p lan to be 1 2 3 4 5 
successfu l. 
Senior management p laces a great 
2 dea l of s ign ificance on our trategic I 2 3 4 5 
p lan.  
3 
Our strategic p lan IS  strongly 
1 2 3 4 5 
supported b�en ior management. 
4 Senior management seems to care I 2 3 4 5 
much about our strategic plan. 
I n  general .  semor management 
5 
contributes ery much to the process ] 2 3 4 5 
of strategic p lann ing 111 our 
organ izat ion. 
Please ind icate t he extent to w h ic h  Strongly Strongly 
d isagree wi th  the  D isagree Neut ral  Agree Q3 you ag ree or  d isagree agree 
fo l lowing statements :  
1 
Our trateg ic  p lan gu ides our da i l y  1 2 3 4 5 
dec i s ion making. 
2 
Our employees priorit ize their tasks 
1 2 3 4 5 
based on our strategic p lan. 
Our personnel com mit  to I 2 3 4 5 3 imp lement ing our strategic p lan.  
Our organ izat ion executes ollr 
4 
strategic p lan prec isely. 
1 2 3 4 5 
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Please ind icate the Htent to which 
t rongly Q4 ) Ou ag ree or  d i  ag ree with  the Disagree Neut ral  Agree trong ly 
fol io" ing statements :  d isagree agree 
I Our trategic p lan \\  i l l  influence our 1 2 " 4 organ izat ion for years to come. 
J 5 
2 
Our strategic p lan 1 extremel 
i mportant. I 2 3 4 5 
The ucce of the trategic p lan is 
3 expected to ign i ficant l affect the 1 2 3 4 5 
future of our organ izat ion. 
Our trategic p lan pIa) a major ro le 
4 111 the 0 ra I l  m ls Ion of our I 2 3 4 5 
organ izat ion. 
How would you characterize t he 
external e nv iro nment  (e.g., 
government  decisions or reg ulat ions, 
Q5 eco no mic  co nd itio ns, etc. ) i n  which Not  at  a l l  Neutral  Com pletely 
you r  o rganizat ion  operates? P lease 
c ircle t he n u m ber t hat best desc ribes 
t he s i tuat ion now. 
I Very safe; l it t le  threat to surv ival of the I 2 3 4 5 organ izat ion. 
2 
R ic h  i n  development and improvement 1 2 3 4 5 opportuni t ies; not at a l l  stressfu I .  
An env ironment that your organ izat ion 
3 
can control and manipu late to its own 
I 2 " 4 5 ad\ antage ( e. g. l itt le  threats and few J 
h indrances ) .  
4 
Our organ izat ion enJoys freedom of 
1 2 3 4 5 action and i n it iat ive. 
Q6 Plea e a nswer eac h of the  fol lowing q uestions by c irc l ing the number t hat most acc urately descri bes t he i mplementation of the  latest strategic plan in your orga nization :  
To \\ hat extent d id  your M in i ma l  A erage Great 
I organ izat ion properly Extent Extent Extent 
imp lement its strategic p lan? 1 I 2 I " I 4 I 5 J 
I n  genera l,  how wei I has each Very Average Ver 
.., impl ementat ion task been Poorly Wel l 
completed? 1 I 2 I 3 I 4 I 5 
I n  genera l,  how i mportant ha M in i ma l ly Average Very 
3 each imp lementation task been I mportant I mportant 
for th is  strategic plan? I I 2 I 3 I 4 I 5 
I n  genera l ,  how sat isfied are Very Neutra l Very 
4 you with the implementat ion of Unsat isfied Satisfied 
th is  strategic plan? I I 2 I 3 I 4 I 5 
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Please rate the perfo rmance of yo ur 
Q7 
o rga n izat ion,  compa red to imi lar Very Very 
o rga n izat io n , at the cu rrent  t i me on each of Poo r  A erage Good 
the fol lo\ i ng c riteria: 
poo r good 
1 E ffic ient use of a l l ocated budget . 1 2 3 4 5 
2 Quant it) of serv ices or products prov ided. I 2 3 4 5 
3 Qua l it) of serv ices or products pro\- ided. I 2 3 4 5 
4 C ustomer satisfaction. 1 2 3 4 5 
5 Operat ing effic iency.  1 2 3 4 5 
6 Sen ice/product development or innovat ion. I 2 3 4 5 
7 E mployee sat isfact ion. 1 2 ., 4 5 .) 
8 Emplo) ee capabi l it ies. 1 2 3 4 5 
9 Soc i a l  respons i b i l i t ies.  1 2 3 4 5 
1 0  Em iron menta l performance. 1 2 3 4 5 
1 1  Accou ntabi l ity for results to external part ies.  1 2 3 4 5 
To what extent does your 
o rgan izatio n c u rrent ly u e the Not  
fol lowing too l o f  s trategic plann ing? Not To a To a 
Q8 famil iar If you are not fa mi l iar with a ny at al l  moderate great 
tool(s), p lease c heck the  last col u m n  extent  extent 
with 
( not fami l iar  wit h).  
I SWOT Analysis 1 2 3 4 5 0 
2 Benchmarking 1 2 3 4 5 0 
3 S takeholder Analy is 1 2 .., 4 5 0 .) 
4 Balanced Scorecard ( BSe ) 1 2 
.., 4 5 0 .) 
5 Gap Analysis 1 2 3 4 5 0 
6 PESTEL Analys is  1 2 3 4 5 0 
7 EFQM Excel l ence M odel ( EFQM ) 1 2 3 4 5 0 
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Plea e evaluate the extent to which the  No 
Q9 fo l lo\ iog chal lenges a rose d u ring the problem 
Average Severe 
i m plementation o f  yo u r  o rganization's at al l  problem problem 
s trategic plan :  
I Leadersh ip  and directions provided by managers J 2 3 4 5 were inadequate. 
� Support of the top management given to the 1 2 3 4 5 strategic plan was inadequate. 
3 
I n  ufficient capabi l ities of the strategy 
employees. I 2 3 -+ 5 
4 
Poor in itiati e and project management 
knowledge and ski l l s. 
I 2 3 4 5 
5 
Poor strategic re iew and decision making 
I 2 during implementation. 
3 4 5 
6 Key implem entation ta ks and act i it ies were 1 2 3 4 5 not sufficiently defined. 
7 
Ke planners of the strategic plan did not play 
1 2 
an act ive role  in its implementation. 
3 4 5 
8 
I neffect ive coordination of implementation 1 2 3 4 5 act iv i t ies. 
Responsibi l i t ies of  employees 111 the 
9 implem entation process of the strategic p lan I 2 ,., 4 5 .J 
were not clear!) defined. 
1 0  
Insufficient  capabi l i t ies of the involved 
I 2 3 4 5 
employees. 
I I  
Our strategic objectives/goals  were not 
I 2 3 4 5 
sufficient ly wel l  understood by employees. 
1 2  I nappropriate organ i zational cul ture. 1 2 3 4 5 
Problems 
. .  
reqUlrmg top m anagement 
1 3  in olvement were not comm un icated early 1 2 3 4 5 
enough.  
1 4  
I nactive role of organizat ion ' s  members in the I 2 3 4 5 
development of our strategic plan. 
1 5 Poor sharing and com m un ication of strategic 1 2 3 4 5 
pl ans with st.akeholders and v ice versa. 
1 6  Major problems surfaced wh ich had not been 1 2 3 4 5 
identified ear l ier .  
Ov er lapping of mandates, roles, and 
1 7  responsibi l i t ies between publ ic organizations 1 2 ,., 4 5 .J 
caused con fusion in the planning process. 
1 8  Absence of  strategy-incent ives l in kage. 1 2 ,., 4 5 -' 
1 9  Our organi zational structure is  inappropriate to 1 2 ,., 4 5 
our strategic plan .  
.J 
20 
Training and instruction given to lower-level 1 
employees were inadequate. 
2 3 4 5 
2 1  
I n formation systems used to mon itor 
implementat ion act ivi t ies were insufficient. 
1 2 3 4 5 
Uncontrol lable factors m the extel11al 
22 environmental had a negative i mpact on 1 2 3 4 5 
implementat ion. 
23 
Imp lem entation required more time than was 1 2 3 4 5 
plarmed. 
24 
Advocates and supporters of the strategic plan 1 2 3 4 5 
left the organ ization during tbe implementation. 
2 5  
Competing/other act ivit ies distracted attention 1 
away from strategic p lan implementation. 
2 3 4 5 
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Q I O  Please pro ide u with the fol low i ng info rmation :  
1 .  Age 0 3 0  r Ie 0 3 1 -40 0 4 1 -50 0 5 1 -60 o abo e 6 1  
2 .  Gender o Male o Female 
Level of o Bachelor 's  Degree o Master' Degree o PhD Degree 3. ed ucat ion o Other, p lea e pec ify ---------------- --------
E x pe rience I n  o Le than 5 y ears o 5 - J  0 years o 1 1 - 1 5  years .. . t he c u rrent 
o rganization 
o 1 6  years or abo e 
Expe rience I n  o Less than 5 0 5- 1 0  years o I I - I S years 5. prev iou ears 
o rganiza t io ns 
0 1 6 ear or abo e 
Your c u rrent  
o The Chairman o Chief Execut ive Officer o Genera l Manager 
6. po i t ion o Execut i\  e Director o Manager o Other, p lease spec ify --- ------------------
Organ izatio na l  
size 0 Le s than 1 0  emp loyee o 1 0-49 employees o 50-249 employees 
7. (approximate 
n u mber of o 250-499 employees 0 500-999 emp loyees o Above 1 000 emp loyees 
employees) 
Type o f  
o G o  ernmental  o Semi-governmenta l 
8. o rganizat io n  o Other ( p lease spec i fy ) ----------------------------------
Year w he n  t he o Before 1 975 o Between 1 975 and 1 984 o Between 1 985 and 1 994 
9. o rga nization 
was estab l ished o Between 1 995 and 2004 D After 2004 
o Abu Dhabi 0 Dubai o Sharjah 
1 0. E mi rate o Ras AI  Khaymah o Aj man o Umm Al Qaywayn 
o Al F ujayrah 
% of E m  i rat i  
1 1 . employees o f  
t he total  
manpower 
The 
1 2 . o rganizat io n  D Yes o No has a Strategic 
Plan 
P lease fee l  free to comment on any aspect of this survey you wish in the space 
provided below or on an additiona l  page. 
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Appendix 3: Re pon e Log Tracking beet 
Log Organization Del i \ er} Participant ' s  Part icipant ' s  Contact Participant ' s  No. of Reminders Col l ection 
Date arne Po i t ion Details Bu i ne s Reminders Date 
Card 
I .  D Yes o Visit  
o Email 
o No o Phone 
2 .  D Yes o Visit 
o Emai l 
0 0 o Phone 
� D Yes o Visit .J. 
o Emai l 
o No o Phone 
-t .  D Yes o Visit 
o Emai l  
o No o Phone 
5 .  D Yes o Visit  
o Emai l  
o No o Phone 
Appendix 4 :  t rategic Planning Tools U e d  ( by O rgan izat ional  ize) 
I tem org. ize N M ean Std. Std. M in 
Deviation E rro r 
[Fewer than 50  2 4 .50 0 . 70 0 .50 4 
Jemploy e 
50-_49 employees 4 4 .00 0 . 8 1 0 .40 3 
250-499 4 1  4 .00 0 .83  0 . 1 3  3 
OT Analysi 
employee 
500-999 22 4 . 1 8  0 .95 0 .20 2 
emplo ee 
1 000 or more 56 4 .50  0 . 87  0 . 1 1  2 
employees 
Total 1 25 4.26 0 .89 0 .08 2 
Fewer than 50  2 4 .00 1 .4 1  1 .00 3 
employees 
5 0-249 emplo ees 4 4 .00 0 .8 1 0.40 3 
250-499 4 1  3 . 76 1 .04 0 . 1 6  2 
Benchmarking 
employees 
500-999 22 3 .9 1 1 . 1 0 0 .23 2 
emp loyees 
1 000 or more 56 3 .98 1 .03 0 . 1 3  1 
emp loyees 
Total 1 25 3 .90 1 . 03 0 .09 1 
Fewer than 50  2 3 . 50 0 . 70 0 .50  3 
employees 
5 0-249 employees 4 3 . 50 1 .29 0 .64 2 
250-499 4 1  3 . 59 1 . 1 6  0 . 1 8  1 
Stakeholder employees 
Analysis 500-999 22 3 .82 1 . 1 4  0 .24 2 
employees 
1 000 or more 56 4 .05 1 .0 1  . 1 3  1 
employees 
Total 1 25 3 . 83  1 .09 0 .09 1 
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ppendix � :  trategic P lanning Tool U e d  ( by Organ izational  Size . . .  Cont)  
I tem org. ize N M ean Std. Std. M in 
Deviation E rro r 
Fev er than 50 
employee 2 5 .00 0.00 0.00 5 
50-249 
employee 4 3 . 50 l . 29 0.64 2 
250-499 
B C emplo ees 4 1  3 . 6 1  1 . 3 7  0 .2 1 1 
500-999 
employees 22 3 .68 1 .46 0 . 3 1 1 
1 000 or more 
emplo ees 56 4 .05 1 . 1 6  0 . 1 5  1 
rrotal 1 25 3 . 84 1 .29 0 . l 1  1 
Fewer than 50  2 4 .00 0 .00 0 .00 4 
50-249 4 3 . 50  0 . 57  0 .28  3 
Gap Analysis 
250-499 4 1  3 .68 l . 3 3  0 .20 1 
500-999 22  4 .00 1 . 1 5  0 .24 2 
1 000 or more 56 4 .04 1 . 02 0 . 1 3  1 
Total 1 25 3 .90 1 . 1 4  0 . 1 0  1 
Fewer than 50  2 4 .50  0 . 70 0 . 50  4 
5 0-249 4 3 . 75 0 . 50  0 .25 3 
P E  TEL 250-499 4 1  3 .6 1  1 . 24 0 . l 9  1 
Analysis 500-999 22 3 .95 l . 3 2  0 .28 1 
1 000 or more 56 3 .9 1  1 .48 0 . 1 9  1 
Total 1 25 3 . 82 1 . 34 0 . 1 2  1 
Fewer than 50  2 5 .00 0 .00 0 .00 5 
50-249 4 3 . 75 0 . 50  0 .25  3 
250-499 4 1  4.00 1 .44 0 .22 1 
E FQM 
500-999 22 3 .86 1 . 3 5  0 .28  1 
1 000 or more 56 3 .80 1 .45 0 . 1 9  1 
Total 1 25 3 .90 1 .40 0 . 1 2  1 












































Appendix 5: M i  ing Data 
I tem 
TRA TEGY I M PLEM ENTATION 
Decentra l izat ion of Stra tegic P lann ing  p roce s 
P lea e ind icate the extent to which ou agree or disagree with 
the fo l lo ing statements that most describe the 
decentral izat ion aspect in your organizat ion:  
In our organization. ideas are conmmnicated and integrated in 
the proce of strategic planning at all levels of the 
organizat ional hierarchy. 
Knowledge from business units or funct ional departments is 
used and integrated in the process of strategic planning at top 
management leve l .  
I n  the process of trategic planning. informat ion is shared 
across the organizat ion. 
The business units or funct ional departments incorporate their 
know-how into the process of strategic p lanning. 
Senior M anagement  Support for Strategy 
P lease indicate the extent to \ hich you agree or disagree with 
the fo l lowing statements: 
It is c lear that senior management wants this strategic plan to 
be successful .  
Senior management p laces a great deal of significance on our 
strategic plan. 
Our strategic plan IS strongly supported by selllor 
management . 
Senior management seems to care much about our strategic 
p lan. 
In general, senior management contributes very much to the 
process of strategic p lanning in our organizat ion. 
Personne l  Com m itment  to Stra tegy I mplementation 
P lease indicate the extent to which you agree or disagree with 
the fo l lowing statements :  
Our strategic p lan guides our daily dec ision making. 
Our emp loyees priorit ize their tasks based on our strategic 
plan. 
Our personnel commit to implement ing our strategic plan .  
Our organization executes our strategic p lan prec isely. 
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Vali M i  l D  
d g 
1 25 0 
1 25 0 
1 25 0 
1 25 0 
1 25 0 
1 25 0 
1 25 0 
1 25 0 
1 25 0 
1 25 0 
1 25 0 
1 25 0 























1 0  
1 1  
A ppend ix 5 :  M i  iog Data ( . . .  Cont)  
t rategy I m porta nce 
P lea e indicate the e tent to v hich ou agree or disagree with 
the fo l lowing statem nt : 
Our trategic p lan wi l l  in fluence our organizat ion for ears to 
come. 
Our trategic p lan is extremely imp0l1ant . 
The success of the strategic plan is expected to signifi.cant ly 
affect the future of our organizat ion. 
Our trat gic plan p lays a major role in the overal l  mission of 
our organizat ion. 
STRATEGY I M PLEM ENT A TION SUCCESS 
Strategy I m p lementation Success 
Please answer each of the fo l lowing quest ions by c irc l ing the 
number which most accurately describes the implementat ion 
of the latest strategic plan in your organizat ion: 
To v hat extent did your organizat ion properly implement its 
strategic plan? 
In general. how wel l  has each implementation task been 
completed? 
In general, how in1portant has each implementation task been 
for this strategic plan? 
In generaL how sat isfied are you with the implementation of 
this strategic plan? 
ORGA N I ZATI O N A L  PERFO RM ANCE 
Perfo rm ance 
To what extent do you agree or disagree with each of the 
fo l lowing statements regarding managerial accountabi l it y  
pract ices in your organizat ion? 
Efficient use of al located budget. 
Quant ity of services or products provided . 
Quality o f  services or products provided. 
Customer sat isfact ion. 
Operat ing efficiency. 
Service/product development or innovat ion. 
Employee sat isfact ion. 
Employee capabi l it ies. 
Social responsibi l it ies. 
Environmental performance. 


















1 25 0 
1 25 0 
1 25 0 
1 25 0 
1 25 0 
1 25 0 
1 25 0 
1 25 0 
1 25 0 
1 23 2 







A ppend ix  5 :  M i  ing Data ( . . .  Cont) 
CONTROL VARIA BLE 
Environ mental  M un ificence 
How \ ould you characterize the external environment (e .g . ,  
government dec isions or regulat ions, economic cond it ions, 
etc . )  in which your organizat ion operates? P lease c ircle the 
number which best describes the situation now: 
Very safe ;  l itt le t hreat to survival of  the organizat ion. 
Rich in development and improvement opportunities; not at 
a l l  stressful .  
An environment that your organizat ion can contro l and 
manipulate to its own advantage, (e.g. ,  little t hreats and few 
hindrances). 
Our organizat ion enjoys freedom of action and init iat ive .  
28 1 
1 25 0 
1 25 0 
1 23 2 
1 22 3 
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ppendi� 6 :  Ob enration Fa rthe t from the Centroid ( M ahalanobis di ta nce) 
Ob enration n u m ber M aha lanobi  d- quared p I  
1 03 36 .4 1 2  .000 
1 9  3 1 . 1 36 .000 
98 23 .545 .003 
78 20.927 .007 
48 1 9 . 336  .0 1 3  
99 1 9 . 1 47 .0 1 4  
3 6  1 9 . 1 32 .0 1 4  
5 1  1 8 . 305 .0 1 9  
90 1 7 .980 .02 1 
76 1 6 . 506 .036 
1 20 1 5 .352 .053 
8 1  1 3 . 554 .094 
28 1 3 .40 1 .099 
74 1 3 . 1 64 . 1 06 
1 1 3 1 3 .08 1 . 1 09 
24 1 3 .077 . 1 09 
1 09 1 3 .04 1 . 1 1 0  
1 1 8 1 2 .9 1 8 . 1 1 5  
60 1 2 .094 . 1 47 
84 1 l .9 1 4  . 1 55 
59 1 l . 897 . 1 56 
9 1  1 1 .848 . 1 58 
26 1 1 .29 1 . 1 86 
47 1 1 . 1 46 . 1 94 
1 25 1 1 . 1 24 . 1 95 
1 0 1  1 0 .956 .204 
1 5  1 0 .875 .209 
34 1 0 .873 .209 
83 1 0. 869 . 209 
1 1 9 1 0 . 79 1 .2 1 4  
53 1 0 .787 .2 1 4  
283 
Appendix 6 :  Ob e rvation Fa rt h e  t from the Cen troid 
( M ahalanobi d i  tance . . .  Cont)  
Ob e rvation n u mber M a halaoob i  d- quared p I  
79 1 0 . 302 .244 
52 1 0 .256 .248 
33 1 0 .090 .259 
1 8  1 0 .032 .263 
5 9.932 .270 
56 9 .8 1 6  .278 
57 9. 770 .282 
65 9. 5 8 1  .296 
7 9.263 . 32 1 
42 9 . 1 60 . 329 
66 9 . l 55 . 329 
1 2  8 .99 1 . 343 
94 8 . 727  . 366 
86 8 .642 . 373 
44 8 .625 . 375  
73  8 .033  .430 
1 6  7 .709 .462 
27  7 .626 .47 1 
49 7 .6 1 7 .472 
1 2 1  7 . 539  .480 
89 7.479 .486 
1 1  7 .299 . 505 
88 7 . 1 29 . 523 
22 6.936 . 544 
40 6 .887 . 549 
1 05 6. 862 . 552  
Appendix 6 :  Ob ervation Fa rthest from the Centroid 
( M ahalanobi  di tance . . .  Cont)  
O b  en'at ion n u m ber M aha lanobi  d- quared 
1 02 6 .777 
1 06 6 .7 1 5  
97 6.684 
9 6 .455 
1 1 7 6 .376 
1 0  6.329 
77 6.235 
1 24 6 . 1 95 
1 3  6 .086 
1 07 5 .962 
1 7  5 . 9 1 1 
39  5 .747 
72 5 . 735  
50 5 . 704 
3 1  5 .658 
1 1 5 5 .652 
1 1 6 5 .6 1 0  
1 5 . 5 1 0  
23 5 .488 
62 5 . 398 
3 5 . 3 7 1  
5 8  5 .288  
8 5 .247 
6 5 . l 98 
75 5 .077 
1 1 0 5 . 068 
69 4 .964 
284 
p I  
. 5 6 1  
. 568 
. 5 7 1  
. 596 
.605 
.6 1 0  










.69 1  
. 702 
. 704 
. 7 1 4 
. 7 1 7 
. 726 
. 73 1 
. 736  
. 749 
. 750  
. 76 1  
Appendix  6 :  Ob ervat ion Fa rthe t from the Cent roid 
( M aha la nobis  d i  tance . . .  Cont )  
Ob erv ation n u m ber M ahalanobi  d- quared 
4 4 .935 
80 4 .768 
2 1  4 . 708 
25  4 .624 
1 08 4 . 592 
1 22 4 . 579 




29 4 .363 
82 4 .336 
87 4 .272 
92 4 . 1 1 9 
1 1 2 4 .043 
20 3 .958 
28 � 






. 80 1  
.805 
. 8 1 1 
. 8 1 6  





. 853  
. 86 1  
